Part One

Philosophy and Management

Chapter 1

Introduction

  1-1.  Purpose

a. This pamphlet serves primarily as a professional development guide for all officers.  It does not prescribe the path of assignments or educational requirements that will guarantee success, but rather describes the full spectrum of developmental opportunities an officer can expect for a successful career.  This document also serves as a mentoring tool for leaders at all levels and is an important personnel management guide for assignment officers, proponents, and HQDA selection board members.  Its focus is the development and career management of all officers of the United States Army.  Officer development for the future force should effectively balance breadth and depth of experience.  All assignments are important to sustain a trained and ready Army.  The out dated philosophy of "checking the block" in certain positions at every grade has encouraged officers to be more concerned about holding the "right" jobs in order to achieve "branch qualification" than about the quality of the experience gained in each job.  The focus of every officer should be on bringing the warrior ethos to every job and every facet of their development.  Officers are charged with fighting and winning America’s wars.  Regardless of branch or functional area, they use challenging assignments at all levels to help them hone through experience what they have learned through their formal education about leading and training soldiers.  Operational factors - the constraints of time, Army requirements, positions available, and readiness all influence the amount of time an officer will need to acquire appropriate leadership skills.  Success will depend not on the number or type of positions held, but rather on the quality of duty performance in every assignment.  Previously accepted conventions regarding personnel management and “branch qualification” no longer apply.  Not all officers will be afforded opportunities to perform all types of duty.  The types and extent of duties and assignments are articulated in the following chapters. For this publication, the term "officers" encompasses warrant officers, company grade officers and field grade officers.  A warrant officer one (WO1) is commissioned upon promotion to chief warrant officer two (CW2).  All officers are direct representatives of the President of the United States.  In this pamphlet, there are brief descriptions about active duty officers of the Judge Advocate General's Corps, Chaplain Corps, and the Army Medical Department (AMEDD).  Chapters relating to officer education, general promotion policies, and officer evaluation apply to all special branches as well. The governing regulation for this pamphlet is AR 600-3.

b. Officers are encouraged to read all branch and functional area chapters, regardless of branch functional area, MOS, or career field held, because unique and valuable lessons in Army culture and officer professional development are found in every chapter.

c. This pamphlet documents the first revision since the Officer Personnel Management System (OPMS) XXI study of 1998 and incorporates the results of the Warrant Officer Personnel Management Study (WOPMS) XXI of 2000, as well as recommendations from the Army Training and Leader Development Panel studies from 2000 to 2003.  These comprehensive efforts are essential because fundamental change is required for the Army officer corps to lead forces in the early 21st Century across the range of military operations.  Current Army personnel management practices were shaped by both OPMS XXI and WOPMS XXI efforts, and are now referred to simply as OPMS.  OPMS enhances the warfighting capability of the Army; provides all officers with a reasonable opportunity for success; and fulfills Army requirements with an officer corps balanced with the right grades and skills.  Although a warrant officer personnel management system has been in place since the 1970's and was further defined by the Total Warrant Officer Study (TWOS) of 1986, the subsequent studies mentioned above reinforced the need for a development and career management system that provides for the career development needs of the warrant officer segment of our officer corps.  The change to better integrate warrant officers into the officer corps recommended in the comprehensive studies enhances the effectiveness and professionalism of the warrant officer corps through improvements in training, development, assignment, promotion and retention practices.

d. This revision is the first in a series of programmed revisions to capture the evolution of OPMS as a result of Army Transformation.  Subsequent revisions will add specific features of a transformed OES as they are finalized.

  1-2.  References

Required and related publications and prescribed and referenced forms are listed in Appendix A.

  1-3.  Explanation of abbreviations and terms

Abbreviations and special terms used in this pamphlet are explained in the glossary.

  1-4.  Warrior Ethos and Army Values

Everything begins with the Warrior Ethos.  Warrior Ethos is the foundation for our total commitment to victory in peace and war.  It is the conviction that military service is much more than just another job.  It defines who officers are and what officers do.  It is linked to our long standing Army values, and the determination to do what is right and do it with pride.  Soldiers enter the Army with their own values, developed in childhood and nurtured through experience.  We are all shaped by what we have seen, what we have learned, and whom we have met.  But once soldiers put on the uniform and take the oath, they have adopted a Warrior Ethos and promised to live by Army values.  Army values form the very identity of the Army.  They are non-negotiable and apply to everyone at all times in all situations.  The trust that soldiers have for one another and the trust the American people put in us demands that we live up to these values.  These values are interdependent; that is, they support one another.  You cannot follow one value and ignore another.  The seven values that guide all leaders and the rest of the Army are Loyalty, Duty, Respect, Selfless service, Honor, Integrity, and Personal courage. Leaders must believe in them, model them in personal actions, and teach others to accept them. Officers require a demonstrated mastery of branch, functional area, or MOS specific skills, and grounding in these seven values to successfully lead soldiers in the 21st Century.  Officer leaders who adopt a warrior ethos and a joint, expeditionary mindset will be confident that they are organized, trained, and equipped to operate anywhere in the world, at any time, in any environment, against any adversary to accomplish the assigned mission.

  1-5.  Leader development overview

a. Leader development is the means for growing competent, confident, self-aware leaders who are prepared for the challenges of the future in combined arms joint, interagency, intergovernmental and multinational (JIIM) operations.  Future Force leaders must be multifunctional, capable of supporting the range of military operations within the JIIM environment, comfortable with ambiguity, information systems literate, and capable of intuitive assessments of situations for rapid conceptualization of friendly courses of action.  Through the leader development process, the Army develops leaders with character and competence for today and tomorrow to be trainers, role models, and standard bearers.  Leader development through progressive, sequential, and continuous education and experience throughout one's career benefits the Army and the leader.

b. The Army's leader development and education system trains, educates, and grows Army leaders that are the centerpiece of a campaign quality Army with a joint expeditionary mindset.  Leader development is accomplished in three domains - operational, institutional, and self-development.

(1) In the operational domain, leader development is principally gained through first-hand combat and contingency operational experience, from lessons learned, and from individual and collective training, assessment, and feedback; from superiors, peers  and subordinates.  Operational experience is the linchpin component of leader development from which officers learn "what right looks like."

(2) The institutional domain provides standards based training and education that develop Army leaders who are grounded in an ideal of service to the nation, instilled with a warrior ethos, have a common doctrinal foundation, are self-aware, innovative, adaptive, and are capable of taking initiative and successfully operating as part of a joint team in the range of military operations within the contemporary operational environment.  This domain provides training on common Soldier tasks and selected critical tasks, and leverages education and information technologies to develop, maintain, and distribute training and educational materials for individual soldier and unit use.  Institutional leader development builds on leaders' operational experiences and enables life-long learning through resident and non-resident schooling at Army, joint and civilian schools using live-virtual-constructive training as a foundation for experiential learning.

(3) Self-development is the third domain of leader development and an essential component of life-long learning.  Self-development is a goals-based, feedback driven program of activities and learning that contributes to professional competence, organizational effectiveness, and professional development.  Individual and organizational assessment and feedback programs in the operational and institutional domains, linked to developmental actions, grow competent and confident leaders and result in trained and ready organizations and units.  Developing Army leaders to meet the needs of the Army and the Nation requires agile and innovative leader development and education systems.

c. DA Pamphlet 350-58, Leader Development for America's Army, describes the Army's approach to leader development.  The Army G-3 is the proponent for DA Pamphlet 350-58 and is the single DA staff proponent for Army Training and Leader Development.  As such, the G-3 is responsible for approval and management of the Army Training and Leader Development Program.  To accomplish this, the G-3 conducts a Training and Leader Development General Officer Steering Committee (TLGOSC) semi-annually to identify deficiencies and recommend improvements in training policy, strategy and capabilities.

  1-6.  Mentoring

a. Today's leaders have the critical responsibility to develop future leaders who are prepared to meet tomorrow's challenges.  An essential component of this development is mentoring.  The term mentorship refers to the voluntary, developmental relationship between a person of greater experience and a person of lesser experience that is characterized by mutual trust and respect.

b. Mentorship impacts both personal development (maturity, interpersonal and communication skills) as well as professional development (technical and tactical knowledge and career path knowledge).

c. The goal of mentorship is to assist the lesser-experienced person in reaching his/her personal and professional potential.  It is critical to understand that mentorship is not any one behavior or set of behaviors, but rather includes all of the leader development behaviors (e.g. counseling, teaching, coaching, and role modeling) that are displayed by a trusted advisor.

d. The strength of the mentorship relationship is the fact that it is based on mutual trust and respect.  Assessment, feedback and guidance accelerate the developmental process and enhance performance.  When this occurs within a mentoring relationship, even higher performance results.

e. Mentoring requires taking advantage of any opportunity to teach, counsel, or coach to build skills and confidence in the mentored.  Mentoring is not limited to formal sessions but can include every event from quarterly training briefs to after-action reviews to casual, recreational activities.

f. One of the most important legacies that today's senior leaders can leave on the Army is to mentor junior leaders to fight and win future conflicts.  Mentoring develops great leaders to lead great soldiers.

  1-7.  Officer Personnel Management System (OPMS) overview

a. Historical perspective.  Officer personnel management reviews and analysis have been on a continuum of constructive change for many years.  The Officer Personnel Management System (OPMS) was instituted in 1972 as a result of The U.S. Army War College Study on Military Professionalism and a follow-on analysis directed by the Deputy Chief of Staff for Personnel.  Numerous changes in personnel management policy were incorporated into OPMS between its implementation in 1975 and 1981.  After passage of the Defense Officer Personnel Management Act (DOPMA) by Congress in 1981, the Chief of Staff, Army, ordered a major review to examine the impact of the legislation on OPMS policies.  As a result, OPMS II was developed in 1984 to accommodate the changes brought about by DOPMA, including the creation of functional areas, dual tracking and Regular Army integration.  These and other mostly evolutionary proposals were implemented beginning in 1985.  Two years later, the Chief of Staff, Army, directed a review of officer leader development to account for the changes in law, policy, and procedures that had occurred since the creation of OPMS II.  As a result of the study, the Leader Development Action Plan was approved for implementation in 1989.  Over 50 recommendations representing the latest revisions to the officer personnel system were incorporated into OPMS.  During the last decade the Army has undergone significant changes with widespread affect on the officer personnel system, brought about by the drawdown at the end of the Cold War and by major legislative initiatives.  The Goldwater-Nichols Act of 1986, also known as the DOD Reorganization Act, required the Services to improve interoperability and provided the statutory requirements for joint duty assignments, joint tour credit and joint military education.  In 1986, Congress also passed Public Law 99-145, which specified the acquisition experiences and education necessary for an officer to be the project manager of a major weapons system.  This law later led to the creation in 1990 of the Army Acquisition Corps.  The Defense Acquisition Workforce Improvements Act (DAWIA) of 1990 placed additional requirements on Acquisition Corps officers and directed them to single track in their functional area.  Congressional Title XI (1993) Legislation placed additional officer requirements on the Active Component in their support of The Army National Guard and Army Reserve.  The Reserve Officer Personnel Management Act (ROPMA) in 1996 brought the RC officer promotion systems in synchronization with the Active Component.  This legislation established a best-qualified promotion system for RC officers, thereby replacing the fully qualified system previously used and allowing full integration into OPMS.

b. Current perspective. With an 8-year span since the last formal OPMS review, the Deputy Chief of Staff, G-1 assembled a team of senior field grade officers to examine a series of OPMS-specific issues and determine whether a general review of the entire officer system was warranted.  This OPMS XXI Precursor Study Group, under the direction of CG, PERSCOM, now Army Human Resource Command, AHRC, ultimately reviewed more than 60 individual issues.  Based on the collective body of these issues, the Deputy Chief of Staff, G-1 recommended to the Chief of Staff, Army that a comprehensive review of the Officer Personnel Management System was necessary.  As a result, the OPMS XXI Task Force convened in July 1996 to review and recommend changes to the officer personnel management system.  Consistent with the task of developing capabilities to meet the challenges of the next century, the Chief of Staff, Army, instructed the Task Force to link their work with other ongoing Army planning efforts.  In designing the personnel system for the future, the Chief of Staff, Army, directed that the Task Force also create a conceptual framework integrating OPMS with the Leader Development System, ongoing character development initiatives, and a new officer evaluation report.  The focus was to take the Army in a direction to meet its vision of the future instead of simply solving individual problems.  The Task Force concluded that OPMS should incorporate a holistic, strategic human resource management (SHRM) approach to officer development and personnel management.  In addition, the Task Force called for the creation of an officer Career Field-based management system composed of four Career Fields: Operations, Operational Support, Institutional Support and Information Operations.  Under OPMS, officers are designated into a single Career Field after selection for major and serve and compete for promotion in their designated Career Field from that point on in their career.  The results of these strategic recommendations, approved by the Chief of Staff, Army, in December 1997, form the basis for the latest changes to the Officer Personnel Management System.

c. Purpose.   The purpose of OPMS is to enhance the effectiveness and professionalism of the officer corps.  OPMS encompasses all policies and procedures by which Army field grade, company grade, and warrant officers are trained, educated, developed, assigned, evaluated, promoted and separated from active duty.  OPMS consists of personnel management policies and procedures that assure a deployable, professional officer corps capable of meeting the challenges of the Future Force as embodied in Joint Operations Concepts.

d. Coordination. The personnel proponents provide guidelines concerning career patterns and leader development, as listed in AR 600-3.  The coordinating agency for officers on the Active Duty List (ADL) is the U.S.  Army Human Resource Command, Officer Personnel Management Directorate (AHRC-OPB), 200 Stovall Street, Alexandria VA 22332-0411; for Army National Guard officers, Chief, National Guard Bureau, HQDA (NGB-ARP-PO), 111 South George Mason Drive, Arlington VA 22204-1382; and, for Army Reserve officers not on the ADL, U.S. Army Human Resource Command (ARPC-OP), 1 Reserve Way St. Louis, Missouri 63132-5200.

  1-8.  Warrant Officer Personnel Management Overview

a. Historical perspective.  Personnel management of warrant officers is the product of a number of dynamic yet disparate systems and events.  The present Warrant Officer Program was announced in DA Circular 611-7 on 12 April 1960.  This publication outlined utilization policies, criteria for selection of warrant officer positions, and instructions for conversion to the current warrant officer MOS system.  However, the conception of a Warrant Officer Personnel Management System (WOPMS) can only be traced back to 1966, when a study group was formed at the Department of the Army level.  The group’s mission was to develop a formal Warrant Officer Career Program, which would be responsive to future Army requirements while concurrently offering sufficient career opportunities to attract high quality personnel.  The study group examined all aspects of the Warrant Officer Corps and made a number of recommendations in areas such as pay, promotion, utilization, and education.  As a result of these recommendations, actions were initiated to provide more attractive career opportunities for warrant officers.  A tri-level education system was established by the end of 1972 which provided formal training at the basic or entry level for warrant officers in 59 occupational specialties, at the intermediate or mid-career level for 53 specialties, and at the advanced level for 27 specialties.   By the close of 1975, the Army's capability for professionally developing the Warrant Officer Corps had been significantly expanded and warrant officers were being offered developmental opportunities not available to their predecessors.  In 1974, Warrant Officer Division was created at PERSCOM (now Army Human Resource Command) to provide centralized career management for all but Judge Advocate General and Medical Corps Warrant Officers.  In the 1981 Defense Officer Personnel Management Act (DOPMA), officer career management was codified, but DOPMA specifically excluded warrant officers.  To fill that void, the Chief of Staff, Army chartered a Total Warrant Officer Study (TWOS) in 1984.  TWOS introduced a number of substantial changes including a new definition of the warrant officer.  TWOS also resulted in requirements-based position coding in authorization documents and a training philosophy of "select, train and utilize".  The Warrant Officer Management Act (WOMA) was introduced in Congress shortly after the publication of TWOS, signed into law in December 1991 and is the current basis for the management of warrant officers on the ADL.  WOMA is the warrant officer counterpart of DOPMA.  It provided for management of warrant officers by years of warrant officer service rather than total service, automatic RA integration at the CW3 level, created the rank of CW5, permitted selective retention and retirement, and eliminated the dual promotion system.  In February 1992, the Chief of Staff of the Army approved the Warrant Officer Leader Development Action Plan (WOLDAP).  WOLDAP expanded upon the foundation of TWOS and WOMA and provided a blueprint for the leader development of warrant officers in the Army of the future.  The plan contained specific recommendations on issues dealing with training, assignments, civil education, and other subjects for both active and reserve warrant officers.

b. Current perspective.  In 2000, the Chief of Staff chartered the Army Training and Leader Development Panel (ATLDP) to conduct a series of studies to recommend changes to leader development education for all segments of The Army.  The Warrant Officer Study by this panel developed a further revision of the TWOS definition of warrant officers for the future force as:  “The warrant officer of the Future Force is a self aware and adaptive technical expert, combat leader, trainer, and advisor. Through progressive levels of expertise in assignments, training, and education, the warrant officer administers, manages, maintains, operates, and integrates Army systems and equipment across the full range of Army operations.  Warrant officers are innovative integrators of emerging technologies, dynamic teachers, confident warfighters, and developers of specialized teams of soldiers.  They support a wide range of Army missions throughout their careers."  This new definition is relevant today and will remain so for the Future Force.  The warrant officer specific component of OPMS features:

(1) A structure that optimizes warrant officer utilization and provides sustainable inventories.

(2) An acquisition program to access quality candidates in sufficient numbers, with appropriate requisite background and skills, and at the appropriate time in the candidates' careers.

(3) Clearly defined warrant officer personnel policies and professional development requirements.

(4) A means to maintain warrant officers’ technical expertise on current and new systems in their units.

(5) Distribution of the right warrant officer to the right place at the right time. Building on the long history of warrant officer service to the country, the warrant officer component of OPMS provides the mechanisms for professional development and appropriate personnel management for warrant officers throughout their careers.

c. Purpose.  The purpose of the warrant officer component of OPMS is to enhance the effectiveness and professionalism of the warrant officer corps while thoroughly integrating management practices and leader development education within the larger field and company grade officer corps.  OPMS encompasses all policies and procedures by which Army warrant officers are procured, trained, educated, developed, assigned, evaluated, promoted and separated from active duty.  OPMS assures a deployable, professional warrant officer corps capable of meeting the challenges of the Future Force.

d. Coordination. The personnel proponents provide guidelines concerning career patterns and leader development.  The coordinating agency for active component warrant officers is the U.S. Army Human Resource Command, Officer Personnel Management Directorate (AHRC-OPW), 200 Stovall Street, Alexandria VA 22332-0411; for Army National Guard warrant officers, Chief, National Guard Bureau, HQDA (NGB-ARH), 1411 Jefferson Davis Highway, Arlington VA 22202-3231; and, for Reserve warrant officers, U.S. Army Human Resource Command (ARPC-OPS-WO), 1 Reserve Way, St. Louis, Missouri 63132-5200.

  1-9.  Force Stabilization and Career Development.

a. General.  Force Stabilization manning practices and policies will be the cornerstone of a modular future force with a joint expeditionary mindset.  The Force Stabilization approach to manning will provide increased levels of readiness and combat effectiveness for Army units by implementing several personnel turbulence-reducing manning methods.  It will reduce moves, stabilize and provide predictability for Soldiers and families.  It provides the basis for synchronizing the Soldier's Lifecycle to the unit's operational cycle.

b. Strategies.  The Force Stabilization process will be based on two primary manning strategies:  Unit Focused Stability (including Lifecycle and Cyclic methods) and Stabilization (includes individual replacement system).  The individual replacement system will continue to exist, to some extent, to meet Army Transformation personnel goals, and retain flexibility and sustainability for units with a constant mission requirement.

(1) Unit Focused Stability (UFS).   This consists of two stabilization methods; Lifecycle and Cyclic.  Cyclic management is a combination of the advantages of the individual replacement system and Lifecycle management.

(a) Lifecycle Management.  Units will initiate Lifecycle management as designated by Army G-3 Implementation timeline.  Lifecycle Manning synchronizes Soldier assignments with the unit's operational cycle.  Goals of this manning method are to build better-trained and cohesive units and to maximize a unit's readiness and deployability during its Ready Phase.  Total optimal cycle length is 36 months.

1. There are three phases in a Lifecycle: Reset, Train, and Ready.  The Reset Phase is the conclusion of the current Lifecycle and initiation of a subsequent iteration.  It will last approximately 2 months.  During the reset phase incoming and outgoing personnel simultaneously conduct transition activities (HHG, CIF, in/out process, property and equipment transfer, etc).  In the Train Phase, Lifecycle units conduct a specified period of focused training from individual through collective, culminating with a validation exercise at a Combat Training Center (CTC) or a Major Readiness Exercise (MRE) in a local training area.  The Ready Phase marks an approximately two year period in which a unit is available for employment.  During this phase a unit can be scheduled for Deployment Ready Brigade (DRB) type missions and incorporated into the Division's Personnel, Tasking, and Training Management System (PTTMS), which outlines red, amber, and green cycles.  Individual and collective level sustainment training continues throughout the Ready phase.

2. Officers assigned to a Lifecycle management unit will be synchronized to arrive during the Reset phase of the unit operational cycle.  For the remainder of the unit's operational cycle, officers will remain in the unit, training and preparing for war, deployment or any expeditionary requirement.  The unit Commander is responsible for repositioning officers to appropriate leadership positions, as required.

3. In Lifecycle units, most losses are replaced in an annual replacement package.  Critical losses are replaced using individual replacements in a specific grade and MOS to cover the loss of personnel in unique positions limited to 10% of the authorizations.

4. Promotions will not automatically alter positions.  For example, there is nothing inherently wrong with a captain who performs as a company executive officer.  If promotion causes the officer to be excess to authorized positions of the unit, the officer will remain in the assignment until the conclusion of the unit Lifecycle.  Such action will not be considered negatively when determining the officer's future potential for promotion.  The unit commander may reassign the officer anywhere inside the unit to best accomplish the unit's missions.

5. Junior Officers who are branch detailed and assigned to a Lifecycle managed unit are not eligible to transition to their controlling branch or attend the transition course until the Reset phase of that unit.

6. Battalion/Brigade Command tour length will coincide with the length of assignment in Lifecycle managed units.

7. Officer attendance at military leader development courses is preferred will be deferred to occur during the Reset phase.  Commanders may send officers to these courses in a TDY and return status during the ready phase when it does not conflict with operational requirements.

(b) Cyclic Management.  Cyclic Management is focused on headquarters elements above brigade level and low density/high impact units where continuity of operations is paramount.  The goals of Cyclic Management are to synchronize the Soldier's assignment to the operational cycle of the unit increasing unit readiness and enhancing cohesion while retaining flexibility in personnel management.  Cyclic Management consists of two phases, a Sustain Phase and a Ready Phase.  During the 1 - 2 month duration of the Sustain Phase, leader and Soldier assignments are organized into personnel replacement packages synchronized to arrive within this short phase.  The Ready Phase begins at the end of one Sustain Phase and continues approximately 10 months to the beginning of the subsequent Sustain Phase.  New personnel are rapidly integrated into the team as this integration only occurs once per cycle.  Total cycle optimum length is 12 months.

1. Officers assigned to a Cyclic-Managed unit are synchronized to arrive at the beginning of the Sustain phase of the unit operational cycle.  Each officer assigned to this unit remains in the unit for their stabilized tour which is a multiple of the cycle lengths.  Officers will depart during the Sustain phase at completion of their 36 month tour but prior to the unit preparing for its next Ready Phase.   In a Cyclic-Managed unit, losses are replaced using individual replacements in a specific grade and MOS to replace the loss of personnel in critical positions.  Promotion eligibility windows will be considered in assignments to Cyclic-Managed units.  If promotion timing causes officers to be excess to the authorized positions of the unit, the officer will remain in the unit until the next Sustain phase.  Officers will not be penalized for working temporarily in a position below their current rank.  Movement of personnel within the Cyclic-Managed unit is at the discretion of the unit commander.

2. Junior Officers who are branch detailed and assigned to a Cyclic managed unit are not eligible to transition to their controlling branch or attend the transition course until the Sustain phase of that unit.

3. Battalion/Brigade Command tour length policy does not require adjustment for Cyclic managed units.  Changes of command will be synchronized to occur during a Sustain phase.

4. Officer attendance at military professional development courses is preferred during the Sustain phase. Commanders may send officers to these courses in a TDY and return at anytime except during an operational deployment.

(2) Stabilization.  The Stabilization strategy is a set of policy and regulatory constraints, overlaid on the existing personnel system, that provide for longer initial tours at selected major CONUS locations.  The goal is to stabilize Soldiers and families for as long as possible, moving them only to support requirements based upon needs of the Army, leader development, and Soldier preference.  Stabilization through company level assignments would optimize cohesion within the units.  Soldiers attend professional development courses such as the Captain's Career Course and return to their stabilization unit whenever possible.  Following this initial "extended" tour, leaders, when appropriate, will serve repetitive assignments at their stabilized installation or region unless they are required to depart for professional development or institutional Army requirements.

(a) Stabilization will initially begin at Continental United States (CONUS) installations which house Table of Organization and Equipment (TO&E) maneuver combat brigades.  Expansion to other installations will be based on those installation’s capabilities to sustain junior officers for a complete extended initial tour.  Junior officers initially assigned to a CONUS installation will be stabilized at this first installation for an extended period of time that allows for branch development at the rank of Captain.  This initial extended tour may include hardship tours or attendance at leader development schools (TDY or PCS), but in each case the officer will return to their stabilization installation.  Filling lifecycle units may require officers to attend leader development schools and PCS to a different installation.

(b) The length of Battalion/Brigade Command tours is under review.

(c) The commander, in consultation with HRC, will have greater influence over procedures in selection and attendance for officer personnel at military schools.  However, officers will not normally attend military schools under conditions that will permanently remove them from their stabilization unit prior to branch development assignments as a Captain.

(d) Stabilization supports transition to Unit Focused Stability (UFS) and will generally be established first.  A unit designated for management under either concept of UFS will still fall under the stabilization of the parent installation.

c. Manning.  The Force Stabilization system of manning methods will set conditions for commanders to build highly cohesive combat teams for the Combatant Commander's use.  These methods will assist both the Army and unit commanders with management of external and internal personnel turbulence.  External turbulence refers to personnel moves into or out of the unit-under-consideration determined and managed by HQDA.  The unit commander manages internal turbulence involving personnel moves within the unit-under-consideration.  Under Force Stabilization, the unit manages internal moves within sub-units and between sub-units to meet both needs of the unit and officer development on that installation.   The brigade and battalion-level command teams must consider these factors when seeking the right balance between leader development needs of officers and mission needs.  As our force stabilization manning systems continue to evolve, further detailed information will be accessible through HRC web resources.

  1-10.  Officer Evaluation System overview

a. The Officer Evaluation System supports OPMS by identifying those officers best qualified for advancement and assignment to positions of increased responsibility, including input directly associated with the Career Field Designation process.  It includes assessments of officer performance and potential in their organizational duty environment, their military and civilian academic environments, and by a Department of the Army (DA) review process.

b. The Officer Evaluation Reporting System (OERS) is a subsystem of officer evaluations.  The primary function of OERS is to provide information from the organizational chain of command to be used by HQDA for officer personnel decisions.  This critical information is documented on the DA Form 67-9 (Officer Evaluation Report) (OER) and the DA Form 1059 (Service School Academic Evaluation Report) (AER).  The information contained on these evaluation reports is correlated with the Army's needs and individual officer qualifications to provide the basis for officer personnel actions such as promotion, Career Field Designation, retention in grade, elimination, retention on active duty, reduction in force, command and project manager designation, school selection, and assignment.  An equally important function of OERS is to encourage the professional development of the officer corps through structured performance and developmental assessment and counseling.  The OERS is an important tool for leaders and mentors to counsel officers on the values, attributes, skills and actions necessary to improve performance.

Chapter 2

Officer Leader Development

  2-1.  Leader development process

The three domains of leader development--institutional training, operational assignments and self-development-- define and engage a continuous cycle of education, training, selection, experience, assessment, feedback, reinforcement and evaluation. Learning, experience and feedback provide the basis for professional growth.   Throughout their Army careers, leaders develop steadily as this cycle repeats in a logical, progressive and continuous sequence.  Successful platoon leaders, for instance, often become key staff officers, and then continue schooling and assignments that further prepare them for company command.  Overall, the leader development process enhances leader capabilities so leaders can assume positions of greater responsibility.  The over-arching priority of the leader development process is to develop self-aware and adaptive leaders of character and competence who act to achieve decisive results and who understand and are able to exploit the full potential of current and future Army doctrine.

  2-2.  Domains of leader development

a. Institutional training.  The institutional Army (schools and training centers) is the foundation for lifelong learning.  During institutional training, leaders learn the knowledge, skills and attributes essential to high-quality leadership while training to perform critical tasks.  When these leadership dimensions are tested, reinforced and strengthened by follow-on operational assignments and meaningful self-development programs, leaders attain and sustain true competency in the profession of arms. Institutional training provides the solid foundation upon which all future development rests.  Institutional training provides the progressive, sequential education and training required to develop branch/functional area technical and tactical competencies as well as the core dimensions of leadership.  The bedrock of institutional training at all levels among company grade, field grade and warrant officers is taught in the small group instructional (SGI) format where greater emphasis is placed on an individual student officer's contribution to and participation in the learning process.

b. Operational assignments.  Operational assignments constitute the second domain of leader development. Upon completion of institutional training, leaders are ideally assigned to operational positions.  This operational experience provides them the opportunity to use, hone and build on what they learned through the formal education process.  Experience gained through on-the-job training in a variety of challenging assignments and additional duties prepares officers to lead and train Soldiers, both in garrison and ultimately in combat.  The commander or leader in the unit plays a significant and instrumental role in this area.  Commanders and other senior leaders are particularly responsible for mentoring which is vital to the development of junior officers.  They introduce the officer to their unit and establish leader development programs.  They explain both unit and individual performance standards, and provide periodic assessments and continual feedback to develop the officer.  Beyond accomplishing the mission on a daily basis, developing subordinate leaders is a professional responsibility, which must be carried out to guarantee the quality of our future leaders.

c. Self-development.  Learning is a lifelong process.  Institutional training and operational assignments alone do not ensure that Army officers attain and sustain the degree of competency needed to perform their varied missions. The profession of arms requires comprehensive self-study and training.    Leaders must commit to a lifetime of professional and personal growth to stay at the cutting edge of their profession.  They must keep pace with changing operational requirements, new technologies, common weapons platforms, and evolving doctrines.  Every officer is responsible for his or her own self-development.  Self-assessment and taking appropriate remedial or reinforcing action is critical to a leader's success.  Self-development programs include activities that stretch the individual beyond the demands of on-the-job or institutional training.  Self-development, consisting of individual study, research, professional reading, practice and self-assessment, is accomplished via numerous means (i.e., studying, observing and experiencing), and is consistent with an officer's personal self-development action plan and professional goals.  Self- development is the key aspect of individual officer qualification that solidifies the Army leader development process.

  2-3.  Leader development studies and principles

a. The 2003 Army Vision and Joint Vision 2020 introduce new and challenging leader development opportunities for our 21st Century officer corps.  Consistent with these efforts, significant Officer Personnel Management System (OPMS) studies in 1971 and 1984, the OPMS XXI study beginning in 1996, the WOPMS XXI study beginning in 1999, and the Army Training and Leader Development Panel (ATLDP) studies from 2000 to 2003 have reviewed and updated the officer personnel system to ensure it remains responsive to evolving needs and future challenges.

b. The OPMS XXI Task Force was formed in 1996 to assess the viability of the officer personnel system and in 1997 recommended nearly one hundred changes in the way officers should be managed, developed and promoted in the future.  The follow on WOPMS XXI Study Group, formed in 1999, assessed warrant officer development and management required to support Army transformation through this century.  Finally, the ATLDP studies identified additional recommended changes to officer education and leader development for the future force.   These changes, many of which are outlined in this pamphlet, are essential to developing an officer corps with the appropriate character and competencies to respond to evolving challenges.

c. Six principles were inherent in these studies and are tenets of officer development and career management.  These principles serve as a frame of reference for the individual officer, commander, mentor and branch and functional area proponents.

(1) Leader development is doctrinally based with FM 1-0, The Army, providing the foundation for our warfighting doctrine. It articulates the constitutional and legal basis for our being, the national security objectives, the spectrum of warfare and our beliefs concerning the profession of arms to include the professional Army ethic and values.   FM 3-0 is our keystone warfighting doctrine for subordinate and tactical level doctrine, professional education and individual and unit training.  FM 7-0 tells us how we should train, including the senior leader's role.  FM 22-100 outlines the core dimensions of leadership and the basis for leadership excellence.  Together, these references provide the foundation needed to develop competent, confident leaders capable of assuming positions of greater responsibility and create the conditions for sustained organizational success.

(2) Leader development programs should be responsive to the environment, including such factors as law, policy, resources, force structure, world situation, technology and professional development.

(3) An officer's success should be measured in terms of contribution.  An officer's professional goals are directly related to his or her own definition of success in the profession of arms.

(4) High-quality Soldiers deserve high-quality leaders.  This principle is the heart of leader development and breathes life into all aspects of the seven Army fundamental imperatives--training, force mix, doctrine, modern equipment, quality people, leader development, and facilities.

(5) We recognize as a philosophy that leaders can be developed.  While a principle in itself, it is inextricably linked to the philosophy of shared responsibilities among the individual leaders; the schoolhouses, branches and functional area proponents throughout the Army; and the commanders in the field.

(6) Leader development is cooperative and holistic.  The individual officer, unit commanders, mentors and Army educational institutions all share in the responsibility for developing leaders at every level.

  2-4.  Leader development and the Officer Education System

a. Company and Field Grade Officers.  The officer education system (OES) prepares company and field grade officers for increased responsibilities and successful performance at the next higher level.  Its goal is to produce a broad-based corps of leaders who possess the necessary values, attributes and skills to perform their duties and serve the Nation.  These leaders must know how the Army runs and demonstrate confidence, integrity, critical judgment and responsibility while operating in an environment of complexity, ambiguity and rapid change.  To build effective teams capable of supporting joint and multinational operations in this environment, they must be adaptable, creative and bold amid continuous organizational and technological change.  The evolution of OES for the future force and changes on the near horizon are discussed in Chapter 4, Officer Education.

(1) Common Core.  Common core is the consolidation of common skills training and training subjects prescribed by law, Army regulations or other higher authority.  These subjects comprise the tasks all officers are expected to perform successfully, regardless of branch. Common core instruction begins at pre-commissioning and continues at each educational level.  The instruction is progressive and sequential, building upon the skills and knowledge acquired through previous training and operational assignments.

(2) Entry Level Officer Training:  Officer Basic Course (OBC) and Basic Officer Leader Course (BOLC).  To address shortcomings identified by the ATLDP (Officer) study, the Army is currently transitioning from the traditional OBC to BOLC.  The objective of BOLC is to develop technically competent and confident platoon leaders, regardless of branch, who are grounded in leadership, basic technical and tactical skill proficiency, are physically and mentally strong, and embody the warrior ethos.  To achieve this objective, BOLC capitalizes on experience-based training, logically structured to build upon and reinforce previous lessons.  BOLC occurs in three phases.  BOLC I is pre-commissioning training conducted by the traditional pre-commissioning sources.  It provides the foundation of common core skills, knowledge and attributes desired of all newly commissioned lieutenants.  BOLC II is a common block of instruction designed to further develop all new Army lieutenants into competent small unit leaders with a common warfighting focus and warrior ethos.  BOLC III consists of branch-specific technical and tactical training conducted at branch school locations.  See chapter 4, paragraph 4-2b.(1) for further discussion on BOLC.

(3) Captains' OES.  The Army's program of formal education for Captains is under review and will change as part of OES transformation.  The review has already resulted in termination of CAS3 for Active Component officers and transfer of the CAS3 Program of Instruction (POI) into existing OAC and Advanced Distributed Learning (ADL) POI.  The future Captains’ OES is still evolving, will continue to have a branch and combined arms focus, will be less than 20 weeks and will be linked to the next duty assignment.

(4) Intermediate Level Education (ILE).  Intermediate Level Education, previously known as the Command and Staff College is the Army's current means for training and educating officers to prepare them for duty in field grade command and staff positions. Based on recommendations from the ATLDP (Officer), the Army is transitioning to ILE for all field grades.  With full implementation in FY05, ILE will provide a quality resident education for all new field grade officers to prepare them for their next ten years of service.  ILE consists of a common core of operational instruction offered to all Army Competitive Category (ACC) officers, with additional tailored education opportunities linked to the requirements of the officer's branch or functional area.  It is designed to produce officers with a warrior ethos who are grounded in warfighting doctrine, and who have the technical, tactical and leadership competencies to be successful at more senior levels in their respective career fields.  See chapter 4, paragraph 4-2b.(3) for further discussion of ILE.

(5) Senior Service College (SSC).  The SSC provides senior level professional military education and leader development training. The Army's SSC, the Army War College (AWC), prepares military, civilian and international leaders to assume strategic leadership responsibilities in military or national security organizations.  It educates students about employment of the U.S. Army as part of a unified, joint or multi-national force in support of the national military strategy; researches operational and strategic issues; and, conducts outreach programs that benefit the nation.  See chapter 4, paragraph 4-7e for further discussion of SSC.

b. Warrant Officers.

(1) The Warrant Officer Leader Development Action Plan (WOLDAP) was approved by the Chief of Staff of the Army on 27 February 1992 and laid the basis for the Warrant Officer Education System. WOLDAP was a total Army plan designed to ensure warrant officers were appointed, trained and utilized to a single standard. Key provisions of WOLDAP included:

(a) An accession goal of eight years or less time in service for warrant officer candidates.

(b) Establishment of a comprehensive warrant officer education system.

(c) Conditional appointment to WO1 upon successful completion of warrant officer candidate school.

(d) Civilian education goals of an associate degree prior to eligibility for promotion to CW3 and a bachelors degree prior to eligibility for promotion to CW4.

(e) Establishment of the Warrant Officer Career Center (WOCC).

(f) Pinpoint assignments for CW5s.

(2) The ATLDP Warrant Officer Study recommended that the Army make a fuller integration of warrant officers into the larger officer corps.  In recognition of expanding leadership roles for warrant officers in the future force, the study called for a single world-class leader development education system that would have distinct components for warrant officer, company-grade, and field-grade officers.  The study also called for combining warrant officer, company grade and field grade officer training, as appropriate, wherever required common officer skills are taught.

(3) The goal of the Warrant Officer-specific portion of OES is to produce a corps of highly specialized experts and trainers who are fully competent in technical, tactical, and leadership skills; creative problem solvers able to function in highly complex and dynamic environments and proficient operators, maintainers, administrators, and managers of the Army's equipment, support activities, and technical systems.  Warrant officer leader development is a continuous process beginning with pre-appointment training and education. OES prepares warrant officers to successfully perform in increasing levels of responsibility throughout an entire career.  OES provides the pre-appointment, branch MOS-specific, and leader development training needed to produce technically and tactically competent warrant officer leaders for assignment to platoon, detachment, company, battalion, and higher-level organizations.

(4) Common core is the consolidation of common skills training and training prescribed by law, Army regulations or other higher authority.  It comprises the tasks all warrant officers are expected to perform successfully regardless of branch.  Common core instruction begins at pre-appointment and continues at each educational level (basic level, advanced level, and senior level).  The instruction is progressive and sequential and builds upon the skills and knowledge acquired through previous training and operational assignments.

(5) Pre-appointment training qualifies individuals to serve as officers.  The purposes of pre-appointment training are to educate and train candidates, assess their readiness and potential for appointment to warrant officer, and to prepare them for progressive and continuing development.  All warrant officer candidates (AC and RC) must attend the resident Warrant Officer Candidate School (WOCS) at Fort Rucker, AL.  WOCS graduates are conditionally appointed to Warrant Officer One, grade W1.  The appointment is contingent upon certification by the MOS proponent that the warrant officer is technically and tactically qualified to serve in the authorized Warrant Officer MOS.

(6) Warrant Officer Basic Course (WOBC).  WOBCs are branch specific qualification courses that ensure newly appointed warrant officers receive the MOS-specific training and technical certification needed to perform in the MOS at the platoon through battalion levels.  Training is performance oriented and focuses on technical skills, leadership, effective communication, unit training, maintenance operations, security, property accountability, tactics, and development of subordinates.

(7) Warrant Officer Advanced Course.  The WOAC is a combination of common core and MOS proponent training that prepares the officer to serve in senior positions at the CW3 level.  The WOAC includes two phases: a non-resident common core module and a resident phase which includes a common core module and MOS specific module.  Career status (i.e. voluntary indefinite status) is required for enrollment in the non-resident phase and selection for promotion to CW3 is a mandatory prerequisite for resident attendance.  See Chapter 4, paragraph 4-7i for further discussion of WOAC.

(8) Warrant Officer Staff Course (WOSC).  The WOSC is a branch-immaterial resident course which focuses on the staff officer and leadership skills needed to serve in grade of W4 positions at battalion and higher levels.  The course educates and trains officers in the values and attitudes of the profession of arms and in the conduct of military operations in peace and war.  The course prepares warrant officers for duty as senior technicians and staff officers.  Instruction includes decision-making, staff roles and functions, organizational theory, structure of the Army, budget formation and execution, communication, training management, personnel management, and special leadership issues. See Chapter 4, paragraph 4-7j for further discussion of WOSC.

(9) Warrant Officer Senior Staff Course (WOSSC).  The WOSSC is the capstone for warrant officer professional military education.  It is a branch-immaterial resident course which provides master-level professional warrant officers with a broader Army level perspective required for assignment to grade CW5 level positions as technical, functional, and branch systems integrators and trainers at the highest organizational levels.  See Chapter 4, paragraph 4-7k for further discussion of WOSSC.

Chapter 3

Officer Personnel Management System and Career Management

  3-1.  Mission

a. The Officer Personnel Management System (OPMS is implemented by the U.S. Army Human Resources Command (AHRC) Officer Personnel Management Directorate (OPMD). The mission of OPMS is to:

b. Access and designate officers in the right numbers and with the right skills to satisfy current and projected Army requirements.

c. Develop the professional skills and Warrior Ethos of officers through planned schooling and sequential, progressive assignments.

d. Assign officers to meet Army requirements.

e. Separate officers to meet individual and Army needs.

  3-2.  Factors affecting OPMS

Various factors continuously influence the environment in which OPMS operates. In turn,  changes in that environment necessitate continuous adjustments and alterations of policy by the  Deputy Chief of Staff, G-1 (DCS, G-1).  Factors that influence OPMS policy are:

a. Law.  Congress passes legislation that impacts on officer career development through required changes in related Army policy.  The Defense Officer Personnel Management Act of 1981 (DOPMA) created active duty strength limits for officers in grades above chief warrant officer, W-5, promotion flow and timing points and the integration of Regular Army (RA) and other than Regular Army (OTRA) into common patterns. Tenure for these officers was an essential ingredient in the legislation.  However, as the world threat and force structure changed, legislative revisions to the original DOPMA were sought to afford better flexibility in strength management.  The Department of Defense (DOD) Reorganization Act of 1986 (Goldwater-Nichols Act) impacted on the officer corps by instituting Joint Officer Management provisions requiring a number of officers in the Army to serve in joint duty assignments as field grade officers.  In 1986, Congress also passed Public Law 99-145, which specified the acquisition experiences and education necessary for an officer to be the project manager of major weapon systems.  This law later led to the creation of the Army Acquisition Corps.  Warrant officer professional development is influenced directly by laws limiting the size of the Army and budgetary concerns.  The 1986 law also aligned Army warrant officers to those of the other services in that all appointments to chief warrant officer (w2 through w5) would be by commission instead of by warrant.  In 1991, the Warrant Officer Management Act (WOMA) was passed which created a uniform system for warrant officer grade management and control similar to the one used to manage company and field grade officers (DOPMA).

b. Policy.  New laws often create changes in policy.  Policy is also the purview of the Executive branch, which acts through the Department of Defense.  An example of how legislation impacts on DOD and Army policy is the creation of the Army Acquisition Corps (AAC) in 1990.  During 1989, the military departments studied an Executive and DOD review of Public Law 99-145 and the Packard Commission report on acquisition.  In January 1990, the Secretary of the Army announced the implementation of the AAC based on a Presidential order and DOD directives that instructed the Services to create an acquisition corps.

c. Budget.  Funding limitations and allocations imposed by Congress affect the entire spectrum of officer management.  The size and composition of the officer corps, accessions, strength management, promotion rates and pin-on-points, schooling, education programs and permanent change of station (PCS) timing are but a few of the areas affected by budget decisions and subsequent policies.  The defense budget reflects the will of Congress in meeting the perceived military threat as well as the global and national economic challenges.  Future budget decisions will continue to impact the Army and its officer corps.

d. Proponent vision.  The duties of the proponent (as outlined in AR 600-3) are executed, in part, by the publication of this pamphlet.  Each proponent has responsibility for a branch, functional area or career field and oversees the entire life cycle development for its officer population.  Proponents project future requirements for officer skills and sustain or modify elements of force structure and inventory to meet future needs.  They define the three domains of leader development: institutional, operational and self-development.  Proponents design and articulate doctrine-based work for specific branches, functional areas or MOS by grade, that is documented in TOE/TDA positions and clearly described in career patterns.  These patterns of officer development are embodied in life cycle development models.  They are the diagrams of life cycle management provided in this pamphlet and used by OPMD assignment branches to execute the proponent career programs.  As proponents modify officer skill requirements or development models to meet changing conditions, the OPMS and this pamphlet will be updated.

e. Officer needs.  At any given time, the officer inventory reflects American society as a whole and may span over 4 decades of age groups.  Career expectations, job satisfaction, discipline, priorities, leader abilities, educational aptitude, importance of family and cultural values vary widely among serving year groups.  The Army, through OPMS, responds to the mission and requirements of the force, as well as the individual needs and preferences of the officer.

f. Technology and specialization. Besides the obvious advancements in science and technology evident in the Army's warfighting equipment, the quantum increase in information and required decision-making inherent in modern doctrine and warfare necessitate a degree of multi-functionality and balance of specialization, as well as breadth and depth of experiences within the officer corps. Complex and lethal weapons, joint and multinational doctrine and organizations, and a global political and economic connectivity require the utmost competence in the officer corps.  Such skills are mastered through self-development, mentoring, a combination of civilian and military educational programs and a series of challenging, developmental assignments.  This is particularly the case for the warrant officer corps, the Army's technical experts, and functional area designated officers as they must provide accurate and timely technical advice and counsel across the range of military operations.

g. Special programs.  Special programs meet a unique requirement for the Army.  Many of these programs are Army initiatives.  Some other programs are directed by authority higher than the Army, and some are mandated by law.  One current example is the long-term, Congressionally mandated requirement with special significance to both the Active Component (AC) and Reserve Component (RC) known as the AC-to-RC (AC/RC) Program.  AC officers advise and assist RC units, and promote and enhance Total Force interoperability.  As more RC units are mobilized and deployed, less AC assistance will be required in the future.  RC officers are also stationed in AC organizations to lend their experience and expertise to the AC force.  Participation in this program is a professionally challenging as well as professionally rewarding experience.   The Director, Installation Management Agency (IMA) oversees life cycle functions in Garrison Command Management.  They provide a dedicated corps of lieutenant colonel and colonel garrison commanders who provide direct support to Soldiers, civilians, family members, and to senior mission commanders worldwide.

  3-3.  OPMS concept

a. OPMS is an evolutionary system that balances the needs of the Army with the aspirations and developmental requirements of the entire officer corps; warrant, company and field grade.  Modified by external environmental factors, as well as doctrine, the dynamics of force structure and leader development principles, OPMS will serve the officer corps and the Army into the 21st Century.  Inherently flexible, the system is designed to respond to a variety of doctrinal, proponent, commander and individual initiatives to meet emerging needs.  Additionally, an annual review process ensures that OPMS continues to adapt to changing Army requirements.  This flexibility is embedded in OPMS subsystems, which are interrelated and affected by each other's changes.  These subsystems are:

(1) Strength management. The number of officers, by grade and specialty, are defined by Army requirements, law, budget and policy. The combination of these factors results in the determination of the numbers of officers to access, promote, develop, assign and separate.  Since each of these factors is dynamic, the number, grade and branch, functional area or career field of officers within the inventory are also dynamic.  As Army requirements for force structure change, the officer inventory will also change and be realigned to meet the needs of the resulting force structure.

(2) Career Development.  Each branch, functional area or officer skill proponent has defined the appropriate mix of education, training and sequential, progressive assignments needed by the officer corps at each grade level.  The demands of each specialty are reflected in subsequent branch or proponent chapters as life cycle development models.  HRC must develop each officer's career, both active and reserve components, by using these models while balancing Army requirements and policies for officer management. To ensure the career development of all officers, HRC operates in concert with various responsible agents in OPMS:  the individual officer; the personnel proponents; commanders in the field and the senior Army leadership.  Officer career development is a responsibility shared by all.  These life cycle development models portray the full range of experiences for the development of our future leaders.

(3) Evaluation.  The Army officer structure is pyramidal.  The apex contains very few senior grades in relation to the wider base.  Advancement to increasingly responsible positions is based on relative measures of performance and potential.  The mechanism to judge the value of an individual's performance and potential is the Officer Evaluation Report (OER) described in detail in chapter 6.  All OPMS subsystems are affected by the evaluation report.  Promotion, school selection, Career Field designation and command selection, retention in service and career development opportunities are all based on the information contained in the OER.

(4) Centralized selection.  The hub around which all the subsystems revolve is centralized selection. Strength management, career development and evaluation of individual contribution occur in the series of centralized Department of the Army and HRC selection boards for retention, career status, schooling, promotion, field grade command designation and selective early retirement.  These boards employ the evaluation reports, life cycle development models and strength requirements to advance individuals to the next stage of career development.  Officers generally flow through the centralized selection subsystem by groupings based on date of rank (DOR).  Company and field grade officer groupings are termed cohort year groups.  Warrant officer groupings are called the inclusive zone of eligibility.  Each board is preceded by a zone announcement that specifies the makeup of the cohort or inclusive zone.  Centralized selection perpetuates the ideals, cultural values, ethics and professional standards of the Army by advancing and retaining only those individuals best qualified to assume positions of greater responsibility.  Centralized selection has evolved over time to account for the impact of law, policy, budget, Army and officer needs, and proponent vision.

b. Additionally, the Army’s requirements of the officer corps are incorporated in OPMS selection procedures to assure adequate attention is given to the wide variety of career possibilities within the personnel management system.

  3-4.  Company and field grade officer career patterns

a. The development of officer values, attributes, skills and actions to meet the needs of the Army is accomplished through the adherence to life cycle models for each branch and functional area.  These life cycle models depict the schooling, operational assignments and self-development goals that produce the required qualifications for officers in each grade by branch and functional area.  Proponents develop life-cycle models based on Army requirements.  Proponents closely monitor Army doctrine and force structure and make adjustments to the life-cycle model as necessary to ensure their branch or functional area remains relevant, responsive and ready to meet the Army's evolving needs for officer skills.

b. The size of the officer inventory is limited.  As Army doctrine and force structure change, it may be necessary to realign the strength and professional development goals of each branch and functional area to meet new challenges.  Under OPMS, company grade officers are accessed into the Army's basic branches. Their basic branch becomes their basic specialty; and, through a series of educational and developmental assignments, they are given the opportunity to hold some of the branch developmental assignments outlined by their proponent.  At the end of their company grade years, captains are designated into one of four officer career fields in which they continue their development as field grade officers in one specialty, either in their basic branch or in a functional area.  Some officers will retain the functional area specialty and be designated into the Operational Support (OSCF), Institutional Support (ISCF), or Information Operations Career Fields (OPCF).  Others will retain their basic branch affiliation and enter the Operations Career Field.  Officers in the Reserve Components will also undergo career field designation with their Active Component counterparts; but modification to the process is necessary to accommodate personnel management considerations unique to the ARNG/USAR.  Accessioning policies for the Army Acquisition Corps and Special Forces branch are unique and are addressed in their respective chapters.

c. Following Career Field designation, officers are assigned to positions requiring expertise in the particular specialty associated with each officer's designated Career Field, either branch skills or functional area skills.  In addition, these officers may be assigned to branch/functional area developmental positions throughout the Army that require those leadership and managerial skills common to all officers.  Assignments of field grade officers to branch/functional area developmental positions are made with the same professional development considerations afforded branch and functional area assignments.  See the glossary for a discussion of branch/functional area developmental assignment criteria.

d. The Career Field-based management concept is the heart of OPMS.  Its basic premise is that company and field grade officers can serve throughout their careers in a variety of assignments centered on their branch and/or functional area.  Multiple successful career paths are possible under OPMS.  One of the major objectives of OPMS is to professionally develop officers in their designated branch or functional area through the interactions of the individual, the proponent, OPMD and the field commander.  These interactions are embodied in the process of officer development:

(1) Development in a designated specialty. There are 39 branch and functional area specialties in OPMS. The differences between a branch and functional area are:

(a) Branch.  A branch is a grouping of officers that comprises an arm or service of the Army and is the specialty in which all officers are commissioned or transferred, trained and developed.  Company grade officers hold a single branch designation and may serve in repetitive and progressive assignments associated with the branch. They may not be assigned to more than one branch. (Also see AR 310-25 for this and related definitions.) See chapter 8, paragraph 8-2 for further discussion of officer branches.

(b) Functional area (FA).  A functional area is a grouping of officers by technical specialty or skills other than an arm, service or branch that possess interrelated groups of skills and perform tasks that usually require significant education, training and experience.  Although functional area requirements are predominately in the field grades, some captains will serve developmental tours in their functional area.  After Career Field designation, functional area officers will serve repetitive and progressive assignments within their functional area.  An officer may not be assigned to more than one functional area at a time.  See chapter 8 for further discussion of functional areas.

(2) Officer professional education.  This includes resident and nonresident instruction, on-the-job training, individual study and when appropriate, civilian education.

(3) Planned, sequential and progressive operational assignments.  Assignments made by OPMD assignment branches using the life cycle development models.

(4) Career development counseling and mentoring.  Conducted by commanders at all levels as well as by HRC career managers.

(5) Designation and election of branches, functional areas and Career Field.

(a) Branch designation.  Upon commissioning, lieutenants are designated in a basic branch for entry on active duty, training and initial assignment.  Some combat support and combat service support lieutenants are branch detailed.  Lieutenants selected for Signal, Quartermaster, Ordnance, Transportation and Finance branches, when required, are detailed to a combat arms branch for 2 years, or until their lifecycle or cyclic units are in a reset period.  Lieutenants selected for Military Intelligence and Adjutant General branches, when required, are detailed for 4 years.  Under the branch detail program, officers attend the company grade level education at the school of the branch to which they are detailed.  On completing the 2-year detail, they attend a branch transition course before they return to their designated branch.  Company grade officers in the 4-year detail program receive transition branch training in conjunction with their enrollment in the Captain's level education.   During the early years of service, career development within the branch follows the proponent's life cycle model.  Generally, the first 8 years of service are devoted to branch developmental assignments and training that prepares the company grade officer for further advancement. Company grade officers may request, in writing, a voluntary branch transfer in accordance with AR 614-100, paragraph 4-2.  Detailed officers must be approved for branch transfer by their detail branch, basic branch and HRC (AHRC-OPD-C), in addition to meeting the requirements of AR 614-100.  Prior to selection for promotion to Captain, officers may volunteer for Special Forces training and, upon successful completion of training, will receive a branch transfer into Special Forces branch.  Selection for Special Forces training is made by cohort year group and upon selection for promotion to Captain.

(b) Functional area request submission.  All Army Competitive Category officers in the rank of Captain between their 5th and 10th years of commissioned service may submit their functional area requests to Human Resources Command (HRC).  This is done through the Officer Assignment Preference On-line submission page.  This process replaced the Functional Area Designation Bard.  Officers may submit up to three functional area requests, and may change their selections at any time up until the Career Field Designation Board.  This submission allows officers to inform HRC and the functional area proponents of the functional areas they are interested in working in.  The functional area proponents will use this information to identify and select officers having the requisite skills and experience needed for training and service in that functional area.  Officers may also contact the respective functional area assignment officer or their basic branch assignment officers to inquire about prospective assignments or utilization.

(c) Career Field Designation (CFD). Six months prior to consideration for promotion to major, captains will submit preference statements concerning their branch and functional area designation priorities. Immediately following the Major’s promotion board, officers selected for promotion are designated into a Career Field for branch or functional area specialization. (Army Acquisition Corps (AAC) officers are considered to be Career Field designated upon entry into FA 51 at about the 8th year of service (see chap 47.))  OPMS restructured the Army Competitive Category (ACC) by grouping interrelated branches and functional areas into field grade officer management categories called career fields.  The career field designation process determines in which specialty they will continue their field grade development; either in their branch or in their functional area.   Management of field grade officer development in career fields recognizes the need to balance specialization of the officer corps and the inherent requirement for officers to gain deeper expertise in a technologically advanced and increasingly complex environment.  The CFD process is carried out by a HQDA centralized board.  As in centralized selection, these boards consider officer education, training and experience; evaluation reports; life cycle development models;  officer preferences; and strength requirements to ensure that the needs of the  Army are met for future field grade officer requirements in each career field.   Each career field has its own unique characteristics and development model for field grade officers, which reflects the readiness requirements of the Army today and into the 21st Century.  Field grade officers in all career fields are assigned across the Army in TOE and TDA organizations.  For further discussion of career fields and their composition, see chapter 8.

e. Some positions in the Army are independent of branch or functional area coding and are designated as branch/functional area generalist or immaterial positions.  Some company and field grade officers should expect to serve in these assignments at various times during their careers, regardless of their designated Career Fields. Examples of these key generalist positions are aide-de-camp, Inspector General (IG), U.S. Army Recruiting Command  (USAREC), Congressional liaison, Reserve Officers' Training Corps (ROTC) and U.S.  Military Academy (USMA) faculty and staff. Officers are selected for these and other similar positions based on overall manner of performance, previous experience, military and civilian education and estimated potential for further service.

f. Both branches and functional areas may require more specific job skills and qualifications to further prepare their officers to meet highly specialized position requirements.  These specific skills are called areas of concentration (AOC).  Areas of concentration are described in the branch/functional area chapters of this pamphlet.

g. Branch/FA development fosters a mastery of skills, knowledge and attributes for an officer’s grade in a specific branch or FA. In the profession of arms, branch/FA development is a rite of passage into assignments of increased scope, authority and responsibility.  Branch development enables Captains to achieve mastery of common core and branch skills, knowledge and attributes that assures the strong professional development foundation essential for success in the field grades.  Generally speaking branch development for captains equates to completion of the appropriate company grade level education followed by successful performance as a company level commander, the most challenging assignment and test of character, competence and  potential for junior officers.  In some branches, force structure precludes the opportunity for all captains to command.  In these branches, completion of the appropriate company grade level education and successful performance in a key staff position affords branch development opportunity.  Branch development for majors results from completion of the appropriate field grade intermediate level education and successful performance in a branch or FA qualifying assignment.  For officers in OPCF the appropriate field grade level education is the Intermediate Level Education (ILE) core curriculum followed by the Advanced Operations and Warfighting Course (AOWC).   Most branches recognize key staff assignments at division, brigade, and battalion level as the best means to prepare their majors for leadership positions in the senior grades.   For FA officers, majors begin  with completion of ILE, but the wide variety of specialized skills, knowledge and attributes  demanded by the functional areas require a diverse mix of training, education and FA  experience.  Thus, each FA has its own unique qualification course that the officer must complete after completing ILE.  FA officers must then serve successfully in utilization assignments within their FA.  In parts two through six of this pamphlet, each proponent describes the spectrum of opportunities for company and field grade officers.

h. OPMS introduced significant changes to the field grade officer promotion system. While policies and procedures for promotions through the grade of major remain unchanged, promotions in the field grades are managed differently.  Under OPMS, majors and lieutenant colonels compete for promotion from within their respective career fields.   Additionally, below-the-zone (BZ) selections are limited to 5 to 7.5 percent of considered population.  Field grade officers receive only one consideration for secondary zone selection for promotion to a given grade.  Selection for promotion is based on the fundamentals of performance and potential for further service.  These are measured by the officer's relative standing with his peers as indicated in the evaluation reports, assignment history and branch and functional area development opportunities afforded.  The selection boards are instructed as to the number of field grade officers to select based on Army needs, law, policy and budget.   Additionally, the boards receive guidance on the officer qualities expected for promotion.   All of this information is contained in the Secretary of the Army's Memorandum of Instruction (MOI) issued to the board.  Members of the board use DA Pamphlet 600-3 to determine branch and functional area qualifications.  Congress and the Secretary of the Army approve promotion selection lists prior to publication.

  3-5.  Warrant Officer Definitions.

The Army Warrant Officer (WO) is a self aware and adaptive technical expert, combat leader, trainer, and advisor. Through progressive levels of expertise in assignments, training, and education, the WO administers, manages, maintains, operates, and integrates Army systems and equipment across the full spectrum of Army operations.  Warrant Officers are innovative integrators of emerging technologies, dynamic teachers, confident warfighters, and developers of specialized teams of soldiers. They support a wide range of Army missions throughout their career.  Warrant officers in the Army are accessed with specific levels of technical ability.  They refine their technical expertise and develop their leadership and management skills through tiered progressive assignment and education.  The following are specific characteristics and responsibilities of the separate, successive warrant officer grades.

a. WO1.  An officer appointed by warrant with the requisite authority pursuant to assignment level and position given by the Secretary of the Army. WO1s are basic level, technically and tactically focused officers who perform the primary duties of technical leader, trainer, operator, manager, maintainer, sustainer, and advisor. They also perform any other branch-related duties assigned to them. They also provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. WO1s have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. WO1s primarily support levels of operations from team or detachment through battalion, requiring interaction with all soldier cohorts and primary staff.  They provide leader development, mentorship, and counsel to enlisted soldiers and NCOs.

b. CW2.  CW2s are commissioned officers with the requisite authority pursuant to assignment level and position as given by the President of the United States.  CW2s are intermediate level technical and tactical experts who perform the primary duties of technical leader, trainer, operator, manager, maintainer, sustainer, and advisor. They also perform any other branch-related duties assigned to them.  They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. They have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. CW2s primarily support levels of operations from team or detachment through battalion, requiring interaction with all soldier cohorts and primary staff.  They provide leader development, mentorship, advice, and counsel to NCOs, other WOs and company-grade branch officers.

c. CW3.  CW3s are commissioned officers with the requisite authority pursuant to assignment level and position as given by the President of the United States.  CW3s are advanced-level technical and tactical experts who perform the primary duties of technical leader, trainer, operator, manager, maintainer, sustainer, integrator, and advisor. They also perform any other branch-related duties assigned to them.  They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. CW3s have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. CW3s primarily support levels of operations from team or detachment through brigade, requiring interaction with all soldier cohorts and primary staff.  They provide leader development, mentorship, advice, and counsel to NCOs, other WOs and branch officers.  CW3s advise commanders on WO issues.

d. CW4.  CW4s are commissioned officers with the requisite authority pursuant to assignment level and position as given by the President of the United States.  CW4s are senior-level technical and tactical experts who perform the primary duties of technical leader, manager, maintainer, sustainer, integrator and advisor. They also perform any other branch-related duties assigned to them.  They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties.  CW4s have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission.  They primarily support battalion, brigade, division, corps, and echelons above corps operations.  They must interact with NCOs, other officers, primary staff, and special staff.  CW4s primarily provide leader development, mentorship, advice, and counsel to NCOs, other WOs and branch officers.  They have special mentorship responsibilities for other WOs and provide essential advice to commanders on WO issues.

e. CW5.  CW5s are commissioned officers with the requisite authority pursuant to assignment level and position as given by the President of the United States.  CW5s are master-level technical and tactical experts who perform the primary duties of technical leader, manager, integrator, advisor, or any other particular duty prescribed by branch.  They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. CW5s have specific responsibility for accomplishing the missions and tasks assigned to them.  CW5s primarily support brigade, division, corps, echelons above corps, and major command operations.  They must interact with NCOs, other officers, primary staff and special staff.  They provide leader development, mentorship, advice, and counsel to WOs and branch officers.  CW5s have special WO leadership and representation responsibilities within their respective commands.  They provide essential advice to commanders on WO issues.

  3-6.  Warrant officer career patterns

a. The development of the professional attributes and technical capabilities of Army warrant officers to meet the needs of the Army is accomplished through proponent-designed career development models for each career field.  These career development models describe schooling, operational assignments and self-development goals for warrant officers in each grade.  Career development models are based on Army requirements, indicating the numbers and types of warrant officers to be accessed, retained, promoted, schooled and assigned by MOS.  Proponents monitor the Army documents pertinent to their career fields since any change to the force structure may require a change to the warrant officer inventory.

b. The size of the warrant officer inventory is limited by various factors.  As requirements change, strength and professional development goals of each career field are aligned accordingly.  Warrant officers are accessed into a specific career field and can normally expect to spend their entire career in that field.  Branch, career field and MOS are defined in Appendix A.  These terms as they pertain to warrant officers are further explained below:

(1) Branches are the officially designated categories within the service that separate personnel and functions.  Examples of branches are Field Artillery, Infantry, Quartermaster, Aviation, etc.  Warrant Officers are appointed in the United States Army at large but contribute directly to the success and missions of the specific branches.  Warrant officers wear the insignia of the branches they support.  Branch proponents play a significant role in the management of warrant officer career fields, development of life cycle development models, and providing proponent based training for warrant officers.

(2) Career fields for warrant officers are groupings of duty positions made up of mutually supporting skills. Examples are Food Service, Supply, Human Resources, Aviation, etc.  For most warrant officers, career field is synonymous with Military Occupational Specialty (MOS).  However, some career fields, notably aviation and automotive maintenance, provide for progressive movement through multiple MOSs.

(3) An MOS is an assigned specialty that most warrant officers hold, with variations, for their entire career.  The list of specialties, with general description of duties, by grade, is contained in DA Pamphlet 611-21.

c. Not all assignments within an officer's career will directly relate to the warrant officer's career field or MOS.  Some warrant officer positions are MOS immaterial but career field specific; that is, any qualified warrant officer within a specific branch (aviation, artillery, etc.) may be assigned to the position. Others are designated MOS as well as career field immaterial; that is, any qualified warrant officer, regardless of MOS and career field, may be assigned to the position. Some positions in leader development, professional development, personnel management, training, and training development require the assignment of the best qualified warrant officer, regardless of MOS or career field.

  3-7.  Introduction to officer skills

A skill identifier identifies specific skills that are required to perform the duties of a particular  position and are not related to any one branch, functional area or career field.  There are over  250 skills in the current Army regulation, many of which require special schooling, training and  experiences in which qualification is maintained.

  3-8.  Joint officer professional development

a. Joint duty assignments.

(1) The provisions of Title 10, United States Code Armed Forces, specify that officers on the active-duty list may not be appointed to the grade of brigadier general unless they have completed a full tour of duty in a joint duty assignment (JDA).  Additionally, effective 1 October 2007, officers must have the ASI of 3L (Joint Specialty Officer) to be considered for promotion to Brigadier General. The Assistant Secretary of Defense for Force Management Policy (ASD(FMP)) may waive that JDA requirement on a case-by-case basis for scientific and/or technical qualifications for Corps of Engineers, Military Police Corps, Military Intelligence, Finance Corps, Chemical Corps, Ordnance Corps, Army Acquisition Corps and Public Affairs officers; Comptrollers;  Nurses and Medical, Dental, Veterinary and Medical Service officers;  Chaplains;  Judge Advocate officers; officers serving in a JDA for at least 12 months that began before 1 January 1987;  officers serving in a JDA at least 180 days on the date the board convenes; and lastly, for the "good of the Service."  A JDA is a designated position in a multi-Service or multi-national command or activity involved in the integrated employment or support of the land, sea or air forces of at least two of the three military services.  The preponderance of an officer's duties involves producing or promulgating National Military Strategy, joint doctrine and policy, strategic and contingency planning, and command and control of combat operations under a unified command.  The Goldwater-Nichols Department of Defense Reorganization Act of 1986 provides statutory requirements as set forth in Title 10 for joint duty assignments, joint tour credit and joint military education.

(2) The Joint Duty Assignment List (JDAL) is a consolidated list of JDAs approved for joint credit by the ASD (FMP).  Presently, the JDAL has approximately 3200 billets for Army majors through colonels.

b. Joint Duty Credit.  The statutory tour length for a JDA is three years for field grade officers and two years for general officers.  After completing a full tour of duty in a JDA, they will be awarded the 3A (Joint Duty Qualified) skill identifier.  An officer begins to accrue joint duty credit upon assignment to a JDAL billet and stops accruing joint duty credit on departure.  Critical Occupational Specialty (COS) officers (major to colonel) who meet the criteria contained in section b(2) below may receive full tour credit for serving at least 2 years in their initial JDA.  In specific instances, up to 60 days of constructive credit may be awarded toward full tour credit.  Field grade officers who serve at least 10 months in a JDA may receive cumulative tour credit.  Cumulative tour credit may be combined to receive full tour credit when the minimum JDA tour length of the billet is met (24 to 36 month billets) and the cumulative total equals 36 months.  An individual waiver signed by the Secretary of Defense is required to remove an officer from a JDA prior to full tour completion.

c. Joint Specialty Officers (JSOs).  JSOs are educated and experienced in the employment, deployment and support of unified and multinational forces to achieve national security objectives.  Joint Specialty Officers provide continuity for joint matters that are critical to strategic and operational planning and serve within the joint arena and their service.  Field grade officers eligible for the JSO designation must meet the highest standards of performance, complete both Phase I and II of a Joint Professional Military Education program and successfully complete a full tour of duty in a JDA.  The Secretary of Defense may waive the education requirement provided the officer has successfully completed two full tours of duty in a JDA.  Officers approved by the Secretary of Defense will be awarded the 3L (Joint Specialty Officer) skill identifier.

d. Joint Professional Military Education (JPME).  Professional Military Education (PME) is the systematic instruction of professionals in subjects that enhance their knowledge of the science and art of war.  JPME is that portion of PME concentrating on instruction of joint matters.  Program for Joint Education (PJE) is a Chairman of the Joint Chiefs of Staff-approved body of objectives, policies, procedures and standards supporting JPME requirements for JSO nomination.  PJE is a shared responsibility of the military service colleges and the National Defense University (NDU). The National War College (NWC) and Industrial College of the Armed Forces (ICAF) curricula encompass the entire PJE (Phase I and Phase II).  Other educational institutions approved by the Chairman of the Joint Chiefs of Staff conduct PJE Phase I, while the Armed Forces Staff College (AFSC) conducts PJE Phase II.  Field grade officers who complete both PJE Phase I and PJE Phase II satisfy the educational requirements for JSO nomination.

(1) PJE Phase I.  PJE Phase I is that portion of the PJE that is incorporated into the curricula of intermediate and senior-level military service PME schools and other appropriate educational programs that meet PJE criteria and are accredited by the Chairman of the Joint Chiefs of Staff.

(2) PJE Phase II.   PJE Phase II is that portion of PJE that complements PJE Phase I.  PJE Phase II is taught at AFSC to both intermediate and senior-level students.  Field grade officers must complete PJE Phase I to be eligible to attend PJE Phase II.  Under exceptional conditions, the Chairman of the Joint Chiefs of Staff may approve a direct-entry waiver to permit an officer to complete PJE II without having completed PJE Phase I.  PJE Phase II is integrated, along with PJE Phase I, into the curricula at the NWC and ICAF.

(3) Other programs.  Other programs, as approved by the Chairman of the Joint Chiefs of Staff, may satisfy the Phase I requirement.

(4) PJE Phase II Graduates.  The Army must ensure that the following requirements are met by officers who graduate from each of the NDU schools (e.g., the NWC, the ICAF or the AFSC) for each FY:

(a) All JSOs must be assigned to a JDA as their next duty assignment following graduation, unless waived on a case-by-case basis by the ASD (FMP).

(b) More than 50 percent (defined as 50 percent plus one) of all non-JSO graduates from each of those schools must be assigned to a JDA as their next duty assignment following graduation.  One half of the officers subject to that requirement (for each school) may be assigned to a JDA as their second (rather than first) assignment following graduation, if necessary for efficient officer management.  The Army shall coordinate with the Chairman of the Joint Chiefs of Staff to document compliance.

  3-9.  Company grade development

a. Branch Specific Development.  This phase commences upon entry on active duty and generally lasts through the 10th year of service (see fig 3-1).  Currently, officers begin the development process by attending the Officer Basic Course (OBC), now termed BOLC of their assigned branch.  Under a transformed OES based on changes recommended by the Army Training and Leader Development Panel - Officer (ATLDP-O), officers will begin their professional development by attending the Basic Officer Leader Course, Phase II (BOLC II), followed by the Basic Officer Leader Course, Phase III (BOLC III).  For additional information on BOLC II and III refer to Chapter 4, paragraph 4-2 b.(1).

(1) Basic education.  OBC marks the beginning of a company grade officer's formal military professional development training following commissioning.  The branch OBC prepares officers for their first duty assignment and provides instruction on methods for training and leading individuals, teams, squads and platoons.  Additionally, the course provides officers with a detailed understanding of equipment, tactics, organization and administration at the company, battery or troop level.

(2) Initial assignments.  After officers graduate from OBC or BOLC III, branch assignment officers in OPMD will assign the majority of officers to a branch duty position.  Included in these assignments are CONUS or overseas troop units where officers begin to hone their leadership skills.  All junior officers should seek leadership positions in troop units whenever possible.  Troop leadership is the best means to become educated in Army operations and build a solid foundation for future service.

(3) Captains OES.  The Army's current formal education process for captains is the Captains Career Course (CCC).  Captains OES is under review, however, and will change as part of the Army's ongoing effort to transform.  Future captains OES will feature company command and staff competencies, a branch and combined arms focus, an introduction to joint operations, digital skills, and knowledge and application based instruction.  It will leverage learning technologies and be less than six months in length.

(4) CCC.  Officers normally attend their branch CCC following selection for promotion to the grade of captain.  This is the second major branch school officers attend before company level command.  The course combines the instruction formerly taught in the branch Officer Advanced Course (OAC) and the Combined Arms and Services Staff School (CAS3).  Selected captains deemed to have demonstrated superior performance in their basic branch may be selected to receive this training at schools other than their basic branch.  A Field Artillery officer, for example, may attend the Armor CCC.  This cross training benefits officers of both branches.  Officers seeking accession into Special Forces will normally attend the Infantry CCC.  For additional information about Captains OES, refer to Chapter 4, paragraph 4-2 b.(2).

(5) Branch opportunities.  All company grade officers must focus their efforts during the company grade years on mastering the basic skills of their specific branch, regardless of the functional area and career field they will later enter.  Much of the value an officer brings to a specialized functional area is dependent on experience gained by leading soldiers and mastering basic branch skills.  Unit command is the essence of leadership development at this stage of an officer's career.  Officers who have demonstrated the potential and desire to command soldiers fill command positions.  The number of company commands within a specific branch may not afford all officers the opportunity to command at the captain level.  Command opportunities for captains are found in traditional tables of organization and equipment (TOE) line units or tables of distribution and allowances (TDA) units in training, garrison and headquarters organizations.  Note: (This paragraph discusses branch opportunities in general. For information unique to a particular branch, refer to that branch's chapter in Part Two of this pamphlet.)

b. Post- Initial Branch Development.  Between the 8th and 12th years of service and after a company grade officer has been afforded branch development opportunities, a number of options become available for continued career development.  At this time, career managers at OPMD assess the officer's developmental objectives for the post-branch development phase based on assignment patterns completed, relative manner of performance achieved, individual preferences and Army requirements available for the next developmental stage (see fig 3-1).  The types of assignments and developmental patterns for this phase are as follows:

(1) Branch assignments.  The range of further assignments to branch-coded positions is a function of the Army's requirements and officer availability.  These assignments may include staff and faculty positions at service schools, Combat Training Center (CTC) duty or staff positions in tactical or training units.  Branch assignments further develop the basic branch skills and employ the officer's accumulated skills, knowledge and attributes.

(2) Branch/functional area generalist assignments.  Some company grade officers may serve in positions coded 01A (Officer Generalist) or 02A (Combat Arms Generalist).  These branch/functional area generalist positions do not require an officer from a specific branch or functional area but may be performed by an officer with certain experiences, manner of performance and demonstrated potential.  Such assignments include USAREC staff and command positions, ROTC or USMA faculty and staff, and MACOM staff positions.

(3) Functional area development.  Some company grade officers are considered for available training and assignment in functional area coded positions.  Based on the life cycle model of the functional area proponent, branch officers attend specialized training courses in their respective fields to prepare them for this career developing assignment.  For example, an Information Systems Management officer (FA 53) could be scheduled for the Systems Automation Course in route to an FA 53 coded position.  Each functional area proponent has established specific courses to prepare officers to be successful.  Attendance at these schools is usually in a TDY status enroute to the functional area assignment.  Most tours for functional area duty are in CONUS for captains and generally last three years.  This initial schooling and assignment in a functional area is an important first step in achieving qualification in a skill and may influence subsequent Career Field designation.  Some captains may not receive functional area training since most functional area structure exists at the field grade level.

(4) Advanced Civil Schooling (ACS).  Each year approximately 450 officers attend civilian academic institutions to obtain graduate level degrees in designated disciplines.  The final number varies based on budget, policy and Army requirements.  The Army Educational Requirements System (AERS) operates on the premise that about 5,000 positions in the Army, primarily in TDA organizations, require officers with the advanced academic education necessary for accomplishing the functions relative to those positions.  The majority of these assignments are in functional area billets, with some branch-coded positions also in the structure.  These positions are annually assessed to determine how many officers should be entered into each academic discipline.  The criteria for selection are based on the branch or functional area skill required, academic proficiency measured by undergraduate performance and scores from the Graduate Record Examination (GRE) or Graduate Management Admission Test (GMAT), ability to be accepted by an accredited college and manner of performance to indicate strong potential for future service.  Proponents must forecast the education and utilization of ACS graduates to meet projected needs since the degrees typically take 12 to 22 months to complete.  The specific follow-on assignment or utilization is often determined about 6 to 9 months prior to graduation.  See branch and functional area chapters for discussion of ACS requirements.  AR 621-1 is the governing regulation and specifies the method by which officers may apply for ACS.

(5) Training With Industry (TWI).  Some branches and functional areas participate in TWI, where officers are assigned to a civilian industry to observe and learn the technical and managerial aspects of that field.  The total number of training quotas varies annually from 50 to 70 based on budget, policy and requirements. Officers selected for this program must be proficient in their branch, have a manner of performance that reflects a strong potential for future service and be able to serve a utilization tour upon completion of training.  The TWI program is outlined in AR 621-1 and in the specific branch and functional area chapters later in this pamphlet.

(6) Army Acquisition Corps (AAC).  Between their 7th and 8th year of service, about 150 captains are accessed into the Army Acquisition Corps (FA 51) to be professionally developed in this highly specialized functional area.  HRC hosts an Acquisition Accession Board annually to select branch-qualified captains for FA 51. AAC officers may receive a fully funded master's degree (if not already at civilian education level 2), attend the Materiel Acquisition Management Course and other FA related training, and serve repetitive assignments in their acquisition specialties to prepare them for critical acquisition positions at field grade level. The Army Acquisition Corps, created in early 1990, is described in detail in chapter 48 of this pamphlet.

(7) Early Career Field Designation.  Some functional areas require lengthy education and training prior to officer utilization.  Officers accepted by these functional areas will be designated into the career field early.  Being trained in these functional areas and entering the career field early will not change an officer's promotion potential to major.  Information regarding these specific career fields is available at https://www.perscomonline.army.mil/opmd/opmd.htm.

(8) Selection for promotion to major.  Normally an officer within a cohort year group enters the primary zone of consideration for major in their 10th year of service.  Below-the-zone consideration occurs a year earlier. OPMS strives to maintain the promotion opportunities reflected in the Defense Officer Personnel Management Act (DOPMA).  For promotion to major, the objective selection rate is 80 percent.

  3-10.  Major development

a. This phase, which generally encompasses the 12th to 17th years of service, begins with selection for promotion to major.  This is a critical period in an officer's career life cycle that demands an acute awareness of important HQDA centralized boards and the preparations they require.  The junior field grade years serve to develop the officer cohort in a variety of branch or functional area assignments within their Career Field.

b. The general development goals are to complete military education level 4 (ILE), and meet other basic branch or functional area qualification criteria prior to consideration for promotion to lieutenant colonel.  ILE will provide a quality resident education for all new field-grade officers to prepare them for their next ten years of service.  See chapter 4, paragraph 4-6 for further discussion of ILE.

c. Majors in the Operational Support, Institutional Support and Information Operations Career Fields without functional area experience will begin their functional area professional development phase.  Officers designated into functional areas should expect training and education opportunities to focus on their areas of specialization and include progressive and repetitive assignments of increasing responsibility.  Each of the functional area chapters in this pamphlet outlines developmental positions.

d. The Joint Duty Assignment List contains approximately 1150 major authorizations.  Majors will continue to have the opportunity for assignment to joint duty positions as an integral part of their development.  See paragraph 3-8 for additional details on the joint officer program.

e. Cohort year group officers are considered for promotion to lieutenant colonel in their 16th year of service as they enter the primary zone of consideration.  Based on DOPMA promotion objectives, about 70 percent of a cohort year group of majors attain the rank of lieutenant colonel.

  3-11.  Lieutenant Colonel Development

a. This phase generally occurs between the 17th and 22d years of service.  Those selected for promotion to lieutenant colonel now begin the senior field grade years, where they make the maximum contribution to the Army as commanders and senior staff officers.  Attaining the grade of lieutenant colonel is often considered to be the hallmark of a successful career, although each officer defines success differently.  Officers in the grade of lieutenant colonel serve as senior leaders and managers throughout the Army providing wisdom, experience, vision and mentorship mastered over many years in uniform.

b. The career development goals for a lieutenant colonel are to gain branch, functional area and skill proficiency at the senior levels through assignments and schooling.  Most of these officers will serve in high visibility billets in either their branch or functional area, with a possible assignment to a branch/functional area developmental position.

(1) Branch assignments.  Lieutenant colonels can expect branch-coded assignments to both TDA and TOE positions.  These billets can range from positions within a battalion through echelons above corps (EAC).   However, the TDA structure requires the greater portion (almost 70 percent) of the senior field grade expertise and experience.  Here, the officer's development over the years is used to fulfill the doctrinal, instructional, policymaking and planning needs of the Army.  Branch proponents have outlined developmental standards in their respective chapters of this pamphlet.

(2) Functional area assignments.  OPMS recognizes the need for balanced specialization to meet the Army's challenges in the 21st Century.  The system design allows officers to serve in repetitive assignments within a functional area to gain a high degree of expertise.  Functional area proponents have outlined developmental standards in their respective chapters of this pamphlet.

(3) Joint duty assignments.  The JDAL contains approximately 1350 lieutenant colonel authorizations and officers will continue to have the opportunity for assignment to joint duty positions as an integral part of their development.  See paragraph 3-8 for additional details on the joint officer program.

(4) Branch/functional area generalist assignments.  Some officers will serve outside their branch or functional area in billets coded as branch/functional area generalist.  Such assignments are found throughout the Army in troop and staff organizations from the installation to Department of the Army level.

(5) Centralized command selection.  A centralized board at HQDA selects a limited number of officers for command from the Operations Career Field.  The lieutenant colonel Command Selection List (CSL), which contains both TOE and TDA commands, has three categories.  The first consists of tactical units at divisional, corps and echelons above corps levels.  This tactical category also includes MACOM assets directly involved in combat operations.  The second category is training and strategic support, which consists of MACOM assets not directly involved in combat operations.  The third category, institutional, is composed of garrison and USAREC commands.  The Army Acquisition Corps (AAC) conducts a similar HQDA level board to select lieutenant colonel commanders and product managers (PM).  Only certified AAC officers can compete for these positions.  The command board meets annually to select commanders from the eligible cohort year groups.  These officers usually assume command within the next fiscal year, and most serve in those command positions for two or three years.  Approximately two of five eligible officers will command battalions.  Majors in a promotable status as well as lieutenant colonels are eligible for consideration until their 21st year of Active Federal Commissioned Service.  Command opportunity varies based on force structure and the command categories for which an officer competes.  On average, lieutenant colonels serve in their command tours during their 18th through 20th years of service.  Once the board makes its selections and conducts a preliminary slating for category, OPMD assignment branches conduct a slating process.   AHRC coordinates this slating process with the major Army commands; and the Chief of Staff, Army, reviews and approves the slate.

(6) Senior Service College (SSC).  The annual SSC (military education level 1 (MEL 1)) selection board reviews the files of lieutenant colonels after their 16th year of service.  The SSC is the final major military educational program available to prepare officers for the positions of greatest responsibility in the Department of Defense.  There are about 350 resident seats available each academic year within the SSC network. These include attendance at the Army War College (AWC), the Industrial College of the Armed Forces (ICAF), the National War College (NWC), other Service colleges and resident fellowships at governmental agencies and academic institutions.  Approximately 30 to 35 percent of a cohort year group is selected to attend during their years of eligibility that runs between the 16th and 23d years of service.  The SSC selection board examines the eligible population and produces an order of merit list containing 1,300 names.  The top 350 officers are activated for resident attendance while the remainder are contacted by their branch or functional area managers and encouraged to apply for the 150 annual active duty seats in the U.S. Army War College Distance Education Course.  Only the resident SSC courses and nonresident Army War College course award MEL 1 upon completion.  SSC graduates are assigned to organizations based on guidance from the Chief of Staff, Army.  Tours following graduation are to the Army Staff (ARSTAF), Joint Chiefs of Staff (JCS), Secretary of Defense (SECDEF), major Army command (MACOM), and combatant command staffs in branch, functional area, branch/functional area generalist or joint coded positions.

c. Cohort year group officers are normally considered for promotion to colonel in the primary zone in their 21st year of service.  Below-the-zone selection is possible, and officers will only be considered once prior to their primary zone consideration.  DOPMA objective selection rate for promotion to colonel is 50 percent.

  3-12.  Colonel Development

a. Those officers selected for promotion to colonel continue their senior field grade phase that concludes with their separation or retirement from active duty or selection for promotion to brigadier general.  Attaining the grade of colonel is realized by a select few and truly constitutes the elite of the officer corps.  As colonels, their maximum contribution to the Army is made as commanders and senior staff officers.

b. The general career development goals for colonels are to further enhance branch or functional area skill proficiency through additional senior level assignments and schooling.  Colonels in the Operations Career Field will serve in high-level staff positions while alternating between branch and branch immaterial billets.  Colonels in the other three Career Fields will serve primarily in their functional area with limited opportunity to serve in branch immaterial billets.

(1) Branch assignments.  Many colonels can expect to receive assignments to branch coded positions at the brigade, division, corps and echelons above corps in the TOE environment.  TDA organizations throughout the Army also need the expertise of senior field grade officers.  Almost 70 percent of the colonel authorizations are in the TDA structure.

(2) Functional area assignments. Under OPMS, functional area officers work predominantly in their specialties after selection for promotion to major.  Having risen above their peers at the grade of major and lieutenant colonel, those promoted to colonel are truly the world-class specialists in their respective fields.  These officers will serve primarily in senior managerial billets across the Army coded for their specialty.

(3) Joint duty assignment.  The Joint Duty Assignment List (JDAL) contains approximately 620 colonel billets in branch and functional area positions.  Officers who did not serve as majors or lieutenant colonels in the JDAL should continue to seek joint development.  Colonels who completed the requirements for JSO status, may serve second and third tours in positions coded joint critical. (For more information, read paragraph 3-8, which details the joint duty program.)

(4) Senior Service College (SSC).  The annual SSC selection board reviews the files of colonels until their 23d year of service.  The majority of colonels will either attend the resident training or be awarded MEL 1 certification from the U.S. Army War College Distance Education Course during the latter three years of their eligibility window.  See paragraph 3-11b(6) for more information on the available SSC-level courses.

(5) Centralized command selection.  Some officers in the Operations Career Field are selected for command at the colonel level.  The colonel level Command Selection List (CSL) includes four categories of TOE and TDA organizations for which officers are centrally selected by a HQDA board to command in a given fiscal year.  Three of the categories are the same as those for lieutenant colonel; the fourth is TRADOC System Manager.  Most positions are branch coded and branch officers compete within designated categories for these positions.  A HQDA level board also selects AAC program managers.  Officers are eligible for colonel command selection until their 26th year of service.  HQDA command boards meet annually to select promotable lieutenant colonels and serving colonels for assignment to command positions during the following fiscal year.  The opportunity varies by branch and ranges from 16 percent to 50 percent.  The command board prepares a slate to category and an initial slate to units.  The final slate to unit is prepared by OPMD.  Slates are approved by the Chief of Staff, Army, and are coordinated with the MACOMs.  The majority of officers in a cohort year group do not command; they make their maximum contribution to the Army in other important branch or functional area senior staff assignments.

(6) Former brigade commander assignments.  Colonels completing brigade command are assigned to positions designated by the Chief of Staff, Army, as requiring the skills of former commanders.  These post-command assignments may be to branch, branch/functional area generalist assignments or joint coded positions.  Emphasis is placed on joint duty assignments for those officers without a joint qualifying tour.

  3-13.  Warrant officer Development

In subsequent chapters, career development models are detailed by career fields and MOS.  A  generic career development model, depicted in Figure 3-2, consists of the four primary levels of  warrant officer utilization:

a. Entry level.  Warrant officers are accessed according to the needs of the Army.  Once accepted, the applicant must attend the Warrant Officer Candidate School (WOCS), conducted by the Warrant Officer Career Center at Fort Rucker, Alabama.  This is a high stress course that tests the mental, emotional and physical stamina of candidates to determine their acceptability into the warrant officer corps.  The focus of the course is common material that provides the skills, knowledge and behaviors required of all warrant officers, regardless of specialty.  Upon course completion, the candidate is eligible for appointment to the grade of WO1 but is not yet MOS-qualified.

b. WO1/CW2.  After graduating from WOCS, the new WO1 must attend a Warrant Officer Basic Course (WOBC) conducted by his/her proponent school. WOBC provides functional training in the applicable MOS and reinforces the leadership training provided in WOCS.  Upon successful completion of WOBC, the warrant officer is awarded a MOS and given an initial operational assignment.  Operational assignments continue for the next several years.  Throughout this period, warrant officers should continue their self- development, to include the pursuit of civil education goals.  The civil education goal at this career point is an Associate Degree or equivalent prior to eligibility for selection to CW3.  After promotion to CW2, at approximately the third year of warrant officer service, warrant officers can enroll in Prerequisite Studies for the Warrant Officer Advanced Course, a MOS immaterial course administered by the Distributive Education Section of the Warrant Officer Career Center.  Completion of this course renders the officer eligible to attend his/her resident WOAC.

c. CW3/CW4.  Warrant officers will attend the resident portion of their proponent-controlled WOAC not later than one year after their promotion to the grade of CW3.  At this point, warrant officers should actively pursue the next civil education goal, a Baccalaureate Degree or equivalent, prior to eligibility for selection to CW4.  Warrant officers will attend the Warrant Officer Staff Course (WOSC) conducted at the Warrant Officer Career Center not later than one year after their promotion to CW4.  Some proponents may provide follow-on functional training at this point.  Upon graduation from WOSC, the warrant officer will serve in positions designated for the grade of CW4.

d. CW5.  Upon selection to the grade of CW5, warrant officers are required to attend the Warrant Officer Senior Staff Course (WOSSC) at the Warrant Officer Career Center.  Again, proponent schools may provide a follow-on portion of this course. Upon completion of the WOSSC, the warrant officer will serve the remainder of his career in positions designated for the grade of CW5.

  3-14.  Assignment process and considerations

a. The life cycle of a cohort year group spans 30 years of service. Some officers from a cohort may attain general officer status and be retained in service beyond that point. Some warrant officers may attain the rank of W5 and also serve up to 30 years of warrant officer service.

b. The assignment process throughout an officer's career is based on several factors and considerations. The environmental factors in which OPMS III operates can affect the assignments an officer may receive. The assignment process has these elements:

(1) Army requirements.  The central engine that drives the OPMS III and the assignment process is Army requirements.  Army requirements are those positions that must be filled by officers to accomplish our wartime and peacetime missions.  When an officer leaves a position, the losing agency generates a requisition for a replacement.  Army requirements for officers are specified on the various TOE and TDA structures.  Grade, branch, functional area, skill, and special remarks are documented for each position within The Army Authorization Documents System (TAADS), which is maintained by the Deputy Chief of Staff, G-3.  Annually, the Army projects positions to be filled and places officers on permanent change of station (PCS) orders to occupy the vacancies.  Within OPMD, requisition cycles are opened quarterly, and the assignment branches determine which officers meet the position requirements and are available for the assignment.

(2) Availability for assignment.  Officers are considered available for assignment when they complete the required tour length as specified in AR 614-100 for CONUS and OCONUS locations.  DOD and Army policies for tour length are changed based on a variety of external factors, to include budget limitations.  Force stabilization will be an important factor in future assignment decisions.

(3) Career development needs.  Career development in the officer's designated branch, functional area or MOS is important to the assignment manager, however, force stabilization will be an equally important consideration.  Each branch and functional area has a life cycle development model. The officer's career needs are examined in light of these models to ensure the next assignment is progressive, sequential and achieves the career development goal for that grade.

(4) Other assignment considerations.  Besides Army requirements, availability and career development, the assignment managers scrutinize other considerations in arriving at an appropriate assignment.

(a) Preference.  Officers should frequently update their preference statement for location, type of assignments, personal data, career development goals and education and training needs.  Assignment managers may not be able to satisfy all preferences because of dynamic requirements, but they do attempt to satisfy as many as possible.

(b) Training and education.  Whenever possible, assignment managers provide schooling en route to the officer's next assignment to meet the special requirements of the position. Civilian educational goals that are specific requirements of positions or career development will also be considered during the assignment process.

(c) Personal and compassionate factors.  Personal crises occur in every officer's career.  OPMD assignment managers attempt to assist in such circumstances by adjusting the assignment.  However, officers should apprise their assignment manager of such personal or compassionate considerations at the time they occur and not wait until an assignment action is pending.  In some cases, formal requests for compassionate deferment from assignment or request for reassignment are needed.  Officers should coordinate with local soldier support activity for processing such documents.  Officers with dependents having special needs should enroll in the Exceptional Family Member Program (EFMP).

(d) Overseas equity.  Overseas equity must be a consideration when selecting officers for assignments. With the Army serving in a variety of overseas locations, the equitable distribution of OCONUS and unaccompanied tours among all officers is a morale concern as well as a developmental experience in many branches and functional areas.  Overseas tours broaden the professionalism of the officer corps, and assignment managers consider this element of tour equity in each assignment action.

  3-15.  Individual career management

OPMS with its combination of branch, functional area, and branch/functional area generalist  assignments results in multiple career patterns.  OPMS allows the extremely technical career  management fields to provide specific leader and technical training for company grade, field  grade and warrant officers.   Negotiating through this multitude of possibilities to meet the needs  of the Army and the important needs of the individual is the result of interaction among the  individual officer, the commander, the proponent and the OPMD assignment manager.  Each has  an important part to play in the career development of not only individual officers, but of the officer  corps as a whole.

a. The individual.  In many respects, officers are ultimately their own career managers.  While Army requirements dictate the final outcome of all career development actions, in every case the officer must participate in such decisions.  Participation in the career development process is possible at the basic branching/career management field designation point, volunteering for training and education programs, selection of functional area, preferences for Career Field, application for entry into special programs and long-range planning of career goals.  The key is to be involved in career development by making informed and logical decisions and acting on them.  One important element of an officer's involvement is the accurate reflection of capabilities in the official personnel management files maintained by HQDA.  The official military personnel file (OMPF), the DA Form 4037 (Officer Record Brief) (ORB), and the career management individual file (CMIF) contain the data from which important career development decisions are made for selection, advancement, assignment and retention.  Officers should review, update and maintain these records throughout their careers.  Officers should also request periodic advice and counseling from commanders, supervisors, senior officers and AHRC career managers to remain informed of career opportunities and to assess progress achieving career goals.

b. The commander.  Commanders play a critical part in development by understanding the roles of all their officers, their education and development needs and incorporating them into a unit Officer Professional Development (OPD) process.  All officers look to their rater, senior rater, and mentors for advice and career counseling.  Some counseling is official, such as the preparation and submission of DA Form 67-9 (Officer Evaluation Report) and DA Form 67-9-1 (Officer Evaluation Report Support Form).  Other forms of counseling are often unofficial and relate to career patterns, advice about assignments and duty positions.   Regardless of the type of counseling, commanders should be factually informed before rendering advice. This pamphlet contains many of the career development facts that commanders need to give wise counsel.

c. The proponents.  Proponents design life cycle development models for their branches, functional areas and MOS and monitor the overall career development of officer populations.  Logical and realistic career patterns, qualifying objectives and an accurate understanding of attrition and promotion flows are vital ingredients in each branch or functional area.  Leader development action plans and life cycle development models should be constructed to meet overall Army requirements as well as branch, functional area and career field objectives.  Constant contact with the officer population and the OPMD assignment branches should be sustained to communicate goals and objectives of the branch and functional area.

d. OPMD assignment managers.  Assignment and career managers at AHRC OPMD are responsible for fulfilling current and future Army requirements while meeting the career development needs of the various branches, functional areas and career fields.  Additionally, they balance the best interests of the individual officers against the Army requirements.  Career managers can provide candid, realistic advice to officers about their developmental needs.  As the executors of Army and proponent programs, they operate within the existing policy, budget and legal framework to make decisions concerning assignments, schooling, manner of performance and subjective evaluations of competitiveness for selection and retention.  All officers should stay in touch with their assignment managers to receive guidance and advice on career development.

Chapter 4

Officer Education

  4-1.  Scope

a. Training and education requirements.  Common training requirements apply to all officers and specify the skills, knowledge and attributes required of every officer.  Other training and education requirements for branch, functional area or skill codes apply to officers in a particular specialty.

b. Training and education methods.  Officer education occurs in institutional training, in operational assignments and through self-development.  Institutional training represents the resident training an officer receives in military and/or civilian institutions.  Self-development encompasses nonresident schooling including individual study, advanced distributive learning, research, professional reading, practice and self-assessment.

  4-2.  OES Transformation process

a. Strategic Objective.   The strategic objective of the OES transformation is to create an education and training system operationally relevant to the Current Force, but structured to support the Future Force by producing more capable, adaptable and confident leaders through continuous investment in personal growth and professional development throughout their careers.  To achieve this objective, the Army will embed an experiential and competency- based education and training model in its education system.  This model will integrate current technological capabilities to rapidly advance learning in both individual and collective training requirements while providing Army leaders the right training and education in the right medium, at the right time and place for success in their next duty.  This model will support our service culture and warrior ethos and produce leaders who can resolve dilemmas under stress, make decisions, and lead formations.  The institutional side of the Army will become a series of leadership laboratories focused on learning, growing, achieving competency, and getting better training into units.

b. Transformation focus.  Just as the Army transforms to the Future Force to meet the challenges of the 21st century security environment, so too will the Army transform its education system in order to train and educate the leaders who will command and lead that force.  Transformation of the Officer Education System is based on a documented rationale for change, including findings and recommendations from the Army Training and Leader Development Panel (ATLDP) officer studies.  The Army will implement three high payoff institutional training and education initiatives for officers.  For lieutenants, the Army will transition from traditional Officer Basic Courses (OBC) to The Basic Officer Leader Course (BOLC).  The Captains Career Course is currently under review and will change as part of OES Transformation.  For majors, the Army transitioned from the Command and General Staff Officer Course (CGSOC) to Intermediate Level Education (ILE).  The new course provides the right education, in the right medium, to the right leader at the right time and place.  This strategy meets the Army's needs and officer expectations, and develops full spectrum leader competencies across all ranks.

(1) BOLC is a group of courses designed to develop technically competent and confident platoon leaders, regardless of branch, who are grounded in leadership and field craft, are physically and mentally strong, and embody the warrior ethos.  To achieve this objective, BOLC capitalizes on experience-based training, logically structured to build upon and reinforce previous lessons.  BOLC is conducted in three phases.   BOLC I is the pre-commissioning phase and encompasses all military training conducted by the traditional pre-commissioning sources.  The purpose of pre-commissioning training is to educate and train cadets/officer candidates, assess their readiness and potential for commissioning as junior officers, and prepare them for progressive and continuing development.  Pre-commissioning training qualifies individuals to serve as officers by providing the foundation of common core skills, knowledge, and attributes desired of all newly commissioned officers.  After commissioning, officers attend BOLC II.  BOLC II is a common block of instruction designed to further develop all new Army Competitive Category (ACC) lieutenants into competent small unit leaders with a common war fighting focus and warrior ethos.  It accomplishes this through a six-week, field-intensive training course that offers challenging and realistic leadership opportunities.  BOLC II is purposely designed to allow new lieutenants to receive integrated instruction with officers from other branches of the Army.  Upon completion of BOLC II, officers progress to BOLC III, a course of branch-specific technical/tactical training conducted at branch school locations.  The length of this phase varies from approximately six to 14 weeks, according to individual branch requirements.  BOLC will benefit the Army by increasing the maturity; confidence and competence of its officers, and by producing officers who have a common bond with their combined arms peers and are ready to lead small units upon arrival at their first assignment.  The Army projects that BOLC will be fully implemented in the 4th quarter of FY06.

(2) The Army's program of formal education for captains is under review and will change as part of OES Transformation.  The review has recently resulted in termination of CAS3 for active component officers, and absorption of the CAS3 POI into existing CCC POIs and Advanced Distributed Learning (ADL).  The ongoing reserve component (RC) CAS3 classes across the U.S. and overseas, as well as the advanced distributed learning classes will continue.  USAR will continue to teach CAS3 for the foreseeable future.  The Army Training and Doctrine Command will continue to work with the Army National Guard and Office of the Chief of Army Reserves to develop alternatives to existing RC OAC and CAS3 courses.  The future captains OES, which is still evolving, will continue to have a branch and combined arms focus, address JPME learning areas specified in the CJCS Officer Professional Military Education Policy (OPMEP), and retain training on company command and staff competencies.  Emphasis will be placed on assignment-tailored training focused on specific primary staff positions, realistic scenario- driven command training, and minimal time away from the family.  The new course will leverage learning technologies, be less than six months in length, and be linked to the next duty assignment.

(3) The third OES Transformation initiative, Intermediate Level Education (ILE) will provide all majors with the same common core of operational instruction, and additional tailored education opportunities tied to the officer's specific career field/branch/functional area.  ILE is designed to provide a quality, tailored education, linked to the Officer Personnel Management System (OPMS), to prepare officers for their next 10 years of service.  This program of instruction will produce field grade officers with a warrior ethos who are grounded in warfighting doctrine, and who have the technical, tactical, and leadership competencies and skills to be successful in their respective career fields.  The common core curriculum is delivered in residence at Fort Leavenworth for operations career field officers, selected reserve component (RC) officers, and the traditional complement of sister service and international officers. Generally, officers in the other career fields and special branches will attend the common core course at one of several campus sites, known as "Course Locations," where qualified Command and General Staff College (CGSC) faculty will instruct them.  RC officers may attend The Army School System (TASS) classrooms located in CONUS and overseas, or take the core curriculum via an advanced distributed learning course (ADL) course.  Completion of the three-month common core ILE course qualifies the officer for Intermediate Staff College (ISC) and credentialed Joint Professional Military Education (JPME) I.  To complement the core course and obtain career field credentialing, officers in the information operations, operational support, and institutional support career fields attend respective functional area qualification courses.  For a small number of proponents, this tailored educational experience also includes advanced civil schooling (ACS).  Officers in the operations career field attain career field credentialing through attendance at the follow-on, seven month Advanced Operations and Warfighting Course (AOWC) at Fort Leavenworth that focuses on planning and executing full spectrum operations at the tactical and operational levels.  History, leadership, and joint instruction will continue to receive heavy emphasis throughout the curriculum.  Simulations will be used extensively to drive the learning, and multiple opportunities will be provided for officers to practice their warfighting competencies and skills.  This learning model will send field grade officers back to the Army better prepared to run staffs, support commanders, mentor junior officers, and eventually command battalions and brigades.  The result will be a significant improvement in the tactical and operational warfighting capability of Army and joint staffs.  As the Future Force education courses indicated above are implemented, this pamphlet will be updated to reflect those changes.  Until that time, the information presented in subsequent paragraphs will remain valid.

  4-3.  Current Force paths to officer education.

Current Force educational models will be followed in parallel with Future Force models during the transformation period between FY04 and FY07.  Current force officers enter active duty with diverse educational backgrounds and civilian experience.  This diversity is amplified by the great variety of service experiences among officers with different branches and functional areas.  The current officer education system permits officers to build upon achievements and experience and progress to a higher level of learning.  Opportunities exist for resident and nonresident instruction.  There are multiple paths to obtaining a professional education.  Officers may follow different paths to achieve success, even where they share the same branch, functional area or MOS.

  4-4.  Guides for branch, MOS or functional area development courses

a. Education requirements are satisfied by both the Army's military schools and by civilian institutions. The Officer Basic Course and the branch Captains Career Course includes training specific to a company grade officer's branch.  The Command and Staff College (CSC) and Senior Service College (SSC) provide opportunities for advanced military and leader development training.  The Warrant Officer Basic Course (WOBC) and Advanced Course (WOAC) include training appropriate to the officer's specialty.  The Warrant Officer Staff Course (WOSC) and Senior Staff Course (WOSSC) provide opportunity to enhance functional specialty education.  Specialized courses offered by military and civilian institutions provide additional opportunities for functional area and career field education.  Other Services and elements of the Federal Government offer courses that support officer professional development.  Advanced education may consist of resident and/or nonresident courses.

b. Numerous courses support both Army requirements and the professional needs of individual officers.  It is difficult to anticipate and specify the many combinations of courses that apply to both Army and individual needs.  However, representative courses particularly suitable for various branches, MOS and functional areas are discussed in detail in paragraphs 4-7, 4-16 and 4-17.  (Also see branch and functional area specific chapters in this pamphlet.)

c. Functional area training is discussed below.

(1) Functional area training develops in an officer the necessary skills and technical qualifications to perform the duties required of a functional area.  Courses of study leading to graduate degrees at civilian colleges and universities can meet these needs.

(2) The Army's objective is to have all officers receive instruction qualifying them in their functional area.  This is accomplished through either temporary duty (TDY) and return or TDY enroute during an officer's permanent change of station (PCS).

d. The primary reference for Army courses is DA Pam 351-4.  Most of the courses listed in the functional area chapters include course identification numbers that are assigned an established code. (These codes are explained in DA Pam 351-4, para 1-8.) The references listed below can assist officers in planning their functional area development:

(1) AR 351-1.

(2) AR 611-101.

(3) AR 621-1.

(4) AR 621-7.

(5) DA PAM 351-4.

(6) DODD 5010.16-C.

e. Detailed information, including enrollment procedures for correspondence courses, is included in DA Pam 351-4.  In many cases, correspondence courses paralleling the numbered resident courses listed in DA Pam 351-4 are available.  The correspondence courses represent an important alternative means of career field development to many of the resident courses because of their flexibility and convenience.

f. DA Pam 351-4 lists some of the applicable DOD courses.  More complete listings of such courses appear in DOD 5010.16-C, indexed both by function and by responsible institution.

g. Occasionally, a course may be found under an Army number and the number of another Service and listed in more than one catalog.  A few of the courses listed have no numbers.  In such cases, officers may want to contact the responsible school for pertinent descriptive material.

h. While the Army recognizes the value of all correspondence courses, the only nonresident courses that qualify for award of a military education level (MEL) designation for Active Component officers on the active duty list are the U.S. Army War College Distance Education Course for MEL 1 and the Command and Staff Course (CSC) nonresident courses for MEL 4.  Although some phases of warrant officer MEL training are /can be completed by non-residence, warrant officers must complete the resident portion to be considered MEL complete.

i. The Army Training Requirements Resource System (ATRRS) is the Army system of record for training. This system allows officers to research information regarding different schools and courses.  The system is also used to track enrollment and interfaces with personnel systems to record the completion of courses.

j. Active Component soldiers are encouraged to attend Total Army Training Study (TATS) courses taught at Total Army School System (TASS) battalions. These courses are resident courses.  These are different from Reserve Component Configured Courses (RCCC), which are not treated as resident courses.

  4-5.  Nonresident schools and instruction

a. All officers are encouraged to further their branch, MOS or functional area education through appropriate courses of nonresident instruction.  The successful completion of a given level of nonresident instruction is considered on an equivalent level of attainment to, but does not rule out, future attendance at a resident course of instruction.  An exception is enrollment in the U.S. Army War College Distance Education Course, which does rule out attendance at a resident Senior Service College.

b. Equivalent level of attainment means that an officer who has reached a specific military education level through nonresident instruction receives the same consideration in assignment, promotion and future schooling as an officer whose military education level was reached through resident instruction.  Officers who do not have the opportunity to attend a resident course should complete the level of professional military education appropriate to their grade through nonresident instruction.  There is no equivalent level of attainment for the OBC/WOBC where resident participation is required.

c. Nonresident instruction allows officers to advance their professional education and their careers, thereby enhancing their overall performance and potential.  Military school courses available through correspondence, with and without a resident phase, are listed in DA Pam 351-20, ATRRS, the Total Army School System (TASS), and the TRADOC On-Line Library.

  4-6.  Educational counseling

The numerous educational opportunities and frequent moves in the Army often make it difficult to plan educational programs.  Officers frequently need professional educational counseling and should turn to their mentor, rater, assignment officer in OPMD, their local Army Education Center or an education counselor at the appropriate service school.  The Warrant Officer Career Center at Fort Rucker, Alabama is another excellent source for warrant officer education counseling.   Another excellent resource for all officers is their individual commanders and supervisors. In addition, many civilian institutions provide counseling services.

  4-7.  Military schools

a. Officer Basic Course (OBC).  Upon commissioning, an officer is assigned a career branch in which the emphasis for training and development during the officer's first 7 to 8 years of active duty occurs.  Graduates of all commissioning sources receive training in their assigned or detailed branch at an OBC immediately after commissioning.  The OBC prepares newly commissioned officers for their first duty assignments with instruction on methods for training individuals, teams, squads and platoons.  In addition, the course includes sufficient instruction to provide officers with an understanding of the environment of the company, battery or troop including tactics, organization and administration.  Officers receive training on most lieutenant level common and branch tasks in the OBC.  There is no active duty service obligation for OBC attendance.

b. Branch detail program. Upon commissioning, selected lieutenants branched Signal, Quartermaster, Ordnance, Transportation and Finance are detailed to a combat arms branch for a minimum of 2 years or longer if assigned to a lifecycle unit. Selected Military Intelligence and Adjutant General officers are detailed for 4 years.  Lieutenants under the branch detail program attend the OBC and participate in branch specific training for the branch to which they are detailed.  On completing the detail, officers attend a 4-week branch transition course before they return to their designated branch.  Officers in the 4-year program receive transition branch training in conjunction with their enrollment in the Captains Career Course.  All officers continue to participate in branch specific training once they are reassigned back to their designated branches.

c. Captains Career Course.  The branch Captains Career Course prepares company grade officers to command and train at the company, battery or troop level and to serve as staff officers at battalion and brigade levels.  There is a 1- year active duty service obligation for attendance at a branch Captains Career Course.

d. Command and Staff College.

(1) ILE is the Army's formal education program for majors.  It is a tailored resident education program designed to prepare new field-grade officers for their next 10 years of service.  It produces field grade officers with a warrior ethos, a Joint, expeditionary mindset, who are grounded in warfighting doctrine, and who have the technical, tactical, and leadership competencies to be successful at more senior levels in their respective career fields.  ILE consists of a common core of operational instruction offered to all officers, and additional tailored education opportunities tied to the requirements of the officer's branch or functional area.  Completion of the three-month common core ILE course results in Intermediate Staff College (ISC) and Joint Professional Military Education (JPME) 1 designations.

(2) To be eligible to attend a Command and Staff College (CSC), officers must be qualified captains or higher and have less than 14 years of Active Federal Commissioned Service (AFCS).  Additionally, officers must have graduated from or have credit for completing a branch Captains Career Course.

(3) The majority of operational career field officers will attend ILE at Fort Leavenworth, KS.  However, some officers attend the Navy, Marine, or Air Command and Staff Colleges, the Western Hemisphere Institute for Security Cooperation (WHINSEC), or a foreign school that has been granted ILE equivalency.  School selections result from a comparative appraisal of all eligible officers, including a careful review of these elements:  the scope and variety of tasks performed and how well they were performed, the degree or level of responsibility, the trend of efficiency up or down, intelligence and independent judgment in implementing decisions, and an estimate of potential.  Officers selected for attendance at other than the Army Intermediate Staff College must first attend the ILE common core at a course location site, TDY enroute.  Operations Career Field officers will receive qualification course credit upon completion of other than Army Intermediate Staff Colleges i.e. international of sister service schools, and will be credentialed ILE.  Other than Operations Career Field officers may attend international and sister service schools, but must still attend their respective qualification courses to be credentialed ILE.

(4) The Advanced Military Studies Program (AMSP) is a yearlong resident course taught by the School of Advanced Military Studies (SAMS) at the US Army Command and General Staff College.  The purpose of the AMSP is to provide the Army and the other services with specially educated officers for command and general staff positions at tactical and operational echelons.  The program provides its graduates an advanced education in the military arts and sciences focused at the operational level.  Additionally, the program provides training in the practical skills needed to plan and conduct battles, major operations and campaigns and in adapting doctrine and techniques to the changing realities of war.  Applicants must be ILE qualified or resident students in ILE or sister service resident programs.  There are 52 (45 Army, 7 other service) students selected for attendance each year.  The Director, SAMS, accepts applications from August through October of each year.

e. Senior Service College (SSC)

(1) The Senior Service Colleges (SSCs) are at the apex of the military schools system and award MEL 1 credit. SSCs prepare officers for senior command and staff positions within the Army and DOD.  These colleges include the Army War College, the National War College (NWC), the Industrial College of the Armed Forces (ICAF), the Naval War College, the Air War College, the Inter-American Defense College (IADC), other accredited international senior military service colleges, or any one of approximately 20 civilian and military fellowship programs.

(2) Each year the Army sends six or seven senior service college selectees to the Advanced Operational Art Studies Fellowship (AOASF) at the Army Command and General Staff College's School for Advanced Military Studies to be trained for subsequent assignment as theater level planners.  The Air Force and Navy Departments send one officer each to provide a joint perspective to the student body.  Allied officers are also enrolled to provide a multinational perspective.  Army and Marine Corps officers stay at SAMS for two years; Air Force, Navy and allied officers stay for only one year.  AOASF focuses on the skills and knowledge required for campaign planning in and between theaters of war across the entire spectrum of conflict.

(a) The focus of the first academic year is on planning and operations at the theater strategic level at unified, component and joint task force level headquarters.  Students follow a rigorous set curriculum, with emphasis on national security strategy, military theory, strategic studies, military history and campaign planning.

(b) Second year fellows serve as seminar leaders for the Advanced Military Studies Program (AMSP) seminars, coordinate operational level Exercise Prairie Warrior planning, and perform other duties such as the revision of FM 100-5.  Upon completion of the fellowship, fellows are normally assigned to multinational, joint and component staff positions associated with operational level planning.

(3) Officers who have completed 16 years AFCS, have credit for ILE schooling, do not have more than 23 years AFCS as of 1 October of the year of entry into the college, and are serving as lieutenant colonels or colonels as of the board's convening date are eligible to attend an SSC.  The annual Army SSC Selection Board selects officers on a best-qualified basis.  Branch and functional area floors, based on Army requirements, are considered during the SSC selection process.  There is a 2-year active duty service obligation for attendance at resident MEL 1 schooling.

(4) The U.S. Army War College Distance Education Course provides an alternate means of attaining MEL 1 schooling.  Eligible officers who apply are compared against the most current promotion list to colonel and most current SSC Selection Board Order of Merit List (approximately 1,300 names) to determine the final slate.  AR 351-1 describes the details of the selection and application processes.  The course is the only nonresident program that results in the awarding of MEL 1 upon completion.  Once officers have enrolled in the correspondence course, they are no longer eligible for resident SSC attendance.

(5) Only resident attendance at SSCs or completion of the U.S. Army War College Distance Education Course awards MEL 1 credit.

f. Joint Professional Military Education (JPME).

(1) The JPME program is a Joint Chiefs of Staff (JCS) approved body of principles and conditions that prescribe, at both the CSC and SSC levels, the educational requirements for Joint Specialty officer nomination.  The Command and Staff Colleges and Senior Service Colleges encompass only one phase (Phase I) of JPME.  The Armed Forces Staff College (AFSC) conducts the final phase (Phase II) of the JPME program for those officers who have attended resident CSC or SSC schooling.  The NWC and the ICAF curriculums encompass the entire JPME program.

(2) The JPME program prepares field grade officers to work effectively with other members of the Armed Forces and other Federal agencies and is designed to accomplish the following objectives:

(a) Provide officers a broad base of joint professional knowledge.

(b) Develop officers whose professional backgrounds and military education improve the operational excellence of joint military forces throughout the spectrum of war.

(c) Improve the quality of military strategic thought.

(d) Develop officers skilled in attaining unity of effort across Service, agency and national lines.

(3) Eligibility requirements for attendance at NWC and ICAF are outlined in paragraph 4-6e.

(4) The majority of officers attending NWC and ICAF can expect to have follow-on joint assignments.

g. Warrant Officer Candidate School (WOCS).  All warrant officer candidates (AC and RC) must attend the resident Warrant Officer Candidate School (WOCS) at Fort Rucker, AL.  WOCS graduates are conditionally appointed to Warrant Officer One, grade W1.  Appointment is contingent upon certification by the Military Occupational Skill (MOS) proponent that the warrant officer is technically and tactically qualified to serve in the authorized Warrant Officer MOS.

h. Warrant Officer Basic Course (WOBC).  Upon graduation from WOCS and appointment to WO1, each officer will attend functional specialty training.  The WOBC is a functional specialty development course taught at various proponent schools that prepares newly appointed officers for their assignments as WO1 and CW2.  Training is performance oriented and focuses on technical skills, leadership, effective communication, unit training, maintenance operations, security, property accountability, tactics, and development of subordinates.  WOBC graduates are recognized by MEL code 7.  Branch proponents are responsible for developing and updating WOBC training and technical certification standards.

i. Warrant Officer Advanced Course (WOAC).  The Warrant Officer Advanced Course is MOS-specific and builds upon the SKA developed through previous training and experience.  The course provides officers in the grade of CW3, the leader, tactical, and technical training needed to serve in company and higher-level positions.  WOAC training consists of two components:

(1) Prerequisite Studies.  A nonresident phase administered by the Warrant Officer Career Center (WOCC).  This phase includes training in common skills needed by all warrant officers regardless of MOS.  It includes instruction in staff skills and roles, communicative arts, decision-making, quantitative skills, personnel service support, staff leadership and management, training management, mobilization, and tactical sustainment.  The course objective is to enhance and sharpen communicative and staff skills, which help prepare the officer for the resident WOAC and subsequent CW3 assignments.  Officers of all components will be automatically enrolled in this course at about the 6th year of warrant officer service.  Officers who are not enrolled by their 6th year of warrant officer service should contact their career manager at AHRC.

(2) Resident Course. CW2s are eligible to attend their MOS WOAC.  Active Duty List (ADL) warrant officers will attend the advanced course at their respective proponent school not later than one year after promotion to the higher grade.  National Guard warrant officers complete this training prior to promotion to CW3.  Army Reserve warrant officers not on the active duty list must complete this training prior to selection for CW4.  The branch phase varies in length from 4 to 19 weeks depending on the branch.  Primary focus is directed toward leadership skill reinforcement, staff skills, and advanced MOS-specific training.  The course consists of in-depth training in MOS- specific and branch-immaterial tasks related to leadership, ethics, communication, military law, and personnel management.  Graduates of the WOAC receive the designation of MEL code 6.

j. Warrant Officer Staff Course (WOSC).  The WOSC is a 4-week branch immaterial resident course conducted at the Warrant Officer Career Center, Fort Rucker, Alabama.  This course focuses on the staff officer and leadership skills needed to serve in the grade of CW4 at battalion and higher levels.  The course which includes instruction in communication skills, staff skills and relationships, problem solving and decision making, educates and trains officers in the values and attitudes of the profession of arms and in the conduct of military operations in peace and in war.  ADL warrant officers will complete this course not later than one year from promotion to CW4.  National Guard warrant officers will complete this course prior to promotion to CW4.  Army Reserve warrant officers will complete this course prior to selection to CW5.  WOSC graduates are recognized by MEL code 4.

k. Warrant Officer Senior Staff Course (WOSSC).  The WOSSC is the capstone for warrant officer professional military education.  It is a branch immaterial two-week resident course conducted at the Warrant Officer Career Center. WOSSC provides a master level professional warrant officer with a broader Army level perspective required for assignment to CW5 level positions as technical, functional and branch systems integrators and trainers at the highest organizational levels. Instruction focuses on "How the Army Runs" and provides up-to-date information on Army level policy, programs and special items of interest. ADL warrant officers will complete this course not later than one year from promotion to CW5.  National Guard warrant officers must complete this course prior to promotion to CW5.  Army Reserve warrant officers will complete this course prior to promotion to CW5.  Graduates are recognized by MEL code 1.

  4-8.  Department of Defense and Department of State schools

Based on Army requirements, OPMD may designate officers to attend courses at schools operated by the Department of Defense, Department of State and Foreign Service Institute.

  4-9.  Foreign schools

Each year, based on quotas received by the U.S. Government, approximately 30 qualified officers are selected to attend 26 foreign schools in 15 different countries as students.  AR 351-1 contains a list of the foreign schools that U.S. officers attend.  Foreign Area Officers receive preference for most of these schools.

  4-10.  Language training

More than 50 language courses are offered to meet Army requirements for officer linguists.  The majority of these courses are longer than 20 weeks, requiring the officer to PCS to the Defense Language Institute in Monterey, California, for attendance.  Officers are language trained only if being assigned to a language coded position.  Officers trained at Government expense test in that language every 2 years and are expected to maintain their proficiency.

  4-11.  Aviation training

All aviation officers attend initial entry flight training in conjunction with their officer basic course (WOBC/OBC).   Company grade officers may volunteer for initial entry flight training in rotary wing aircraft under the provisions of AR 611-110.  Aviation qualification and transition training is based on worldwide aviation requirements.  Aviators requiring additional skills normally receive training during a permanent change of station (PCS) move.  All officers may volunteer for aircraft specific or MOS specific training. Course descriptions and prerequisites are in DA Pam 351-4.

  4-12.  Pre-command course

The pre-command course (PCC) is the Chief of Staff, Army's program.  It prepares selectees for command by providing a common understanding of current doctrine and by providing both new and refresher training in selected functions and duties.  PCC attendance is mandatory for all centrally selected battalion and brigade commanders.  The PCC program goal is to ingrain warfighting and combined arms thinking into commanders.  Branch and specialty schools focus on tactical and technical proficiency, system proficiency and hands-on training.  The Fort Leavenworth PCC focus has a broader base that provides up-to-date information on the Army wide level of policy, programs and special items of interest.  Combat arms brigade and battalion commanders and selected combat service support commanders attend the Tactical Commanders Development Course (TCDC), designed to improve their ability to synchronize combat power on the battlefield.  Combat arms brigade and battalion commanders and direct support field artillery and engineer battalion commanders also attend the Battle Commanders Development Course (BCDC) following TCDC. The focus of BCDC is battle command: the art of battle decision making, leading and motivating soldiers and their organizations into action to accomplish missions at least cost to soldiers.  Army Special Operations Forces (ARSOF) officers attend the ARSOF PCC and the Joint Special Operations Forces Pre-Command Course  (JSOFPCC) to train command selectees in current doctrine, organizations and capabilities, training management, leader development and command responsibilities.   Selected officers are also scheduled for language training and the Senior Officer Legal Orientation (SOLO) Course.  Officers are scheduled by OPMD for PCC training as dates and locations for command are determined.

  4-13.  Other military schooling

Many military school courses provide the knowledge or skills necessary for a specific assignment.  Officers may apply for these courses or are scheduled by OPMD, HRC for such courses to qualify for a specific assignment. Complete information on such courses is contained in DA Pam 351-4.

  4-14.  Application for military schools

Officers do not apply as students to centrally selected military schools. They receive automatic consideration for centrally selected schools when they enter the appropriate zone of eligibility (except those officers who have completed the U.S. Army War College Distance Education Course).  Officers may apply for training through their assignment officers if they desire training en route to the next assignment or through their command channels if TDY and return to the installation is appropriate.  OPMD, HRC may automatically schedule such training if necessary for the position.

  4-15.  Service obligation

a. Attendance at military courses of instruction or civilian education programs at Government expense will incur a service obligation.  AR 350-100 governs all service obligations to include which courses of instruction result in an active duty service obligation, what the policies and procedures are for computing service obligations and how service obligations are fulfilled.  Policies in AR 350-100 take precedence over other Army publications if there is a conflict.

b. An active duty service obligation (ADSO) differs from a requirement to be assigned to an Army Educational Requirements System (AERS) position.  An ADSO is a specific period of active duty that an officer serves before eligible for voluntary separation.  Assignment to an AERS position may be required in addition to the ADSO for the Army to derive the greatest benefit from Government sponsored civilian education.  AR 621-108 specifies the types of education that require assignment to an AERS position.

  4-16.  Civilian education

a. The Army Advanced Civil Schooling program has two objectives: to meet Army requirements for advanced education and to provide selected officers the opportunity to satisfy their educational aspirations.

b. Company grade officers are required to obtain a baccalaureate degree from a qualifying educational institution prior to attending the Captains Career Course, but not before their 3rd year of commissioning.

c. Officers should take advantage of opportunities for advanced education and should consider their civilian education background when determining their qualifications for study in a given discipline. Officers who want to pursue advanced degrees should do so in an academic discipline that supports their designated branch, functional area or MOS.  On completion of schooling, officers are assigned by grade, branch, functional area, MOS, civilian education level (CEL), and, when possible, academic discipline (or related discipline set) for initial utilization in an AERS validated position.  In this manner, specific Army requirements are satisfied while simultaneously contributing to the professional development of the officer corps and the satisfaction of an officer's educational aspirations.

d. The appropriate proponent determines academic disciplines that support each branch, functional area or MOS.

  4-17.  Education programs

Officers may pursue full-time studies toward a master's or doctoral degree through either fully funded or partially funded programs or a bachelor's degree through the Degree Completion Program.  Officers are encouraged to pursue advanced degrees particularly when there is an opportunity to do so in coordination with resident training such as CSC and SSC.  Officers with liberal arts undergraduate degrees should not be dissuaded from their pursuit of graduate education in the sciences.  Available education programs are discussed in general below. (AR 621-1 governs specific civil school programs.)

a. Fully funded programs. Under these programs, the Army pays all tuition costs and reimburses officers up to $600 per fiscal year for textbooks and supplies.  In addition, the Army provides officers with full pay and allowances and moves officers and their families to the college or university of study.  Normally, the period of schooling does not exceed 18 months.  Officers may not draw veterans' benefits concurrent with fully funded education.

(1) Advanced degree program.  Selected officers attend graduate school to meet specific Army requirements established by the AERS.  On completing graduate studies, officers are assigned to AERS positions according to branch or functional area, grade and appropriate academic skills.  Utilization assignments are for 3 years.  Officers can also expect future utilization assignments to capitalize on the knowledge gained through participation in this program. Primary zone of consideration to attend graduate school normally occurs on completion of the Captains Career Course, basic branch or MOS qualification, and 6 to 8 years of Active Federal Commissioned Service (AFCS); but no later than the 17th year of service.

(2) Short course training.  Tuition funds allocated to organizations are available for unprogrammed training that is needed for current job performance when the training is less than 20 weeks and is in subjects for which the Army has no in-house training capability.

(3) Fully Funded Legal Education Program (FLEP). The Judge Advocate General's (TJAG) Funded Legal Education Program provides instruction leading to a law degree at an approved civilian school at Government expense (normally 3 academic years) for up to 25 selected company grade officers each fiscal year.  Upon completion, the officer accepts an appointment in the Judge Advocate General's Corps for the period of the active duty obligation incurred under the provisions of Chapter 14, AR 27-1 and AR 350-100. The FLEP is the only approved program currently available for Army officers to study the legal profession. Program participants perform on-the-job-training duties under the supervision of a staff judge advocate or legal officer designated by TJAG when school is not in session for 5 days or longer.  Program participants who do not finish school, or fail to pass the bar exam after two attempts, return to service in their basic branch.

(4) Training With Industry (TWI).  This program provides training in industrial procedures and practices not available through military service schools or civilian education.  TWI provides officers with vital knowledge, experience and perspective in management and operational techniques to fill responsible positions in Army commands and activities that normally interface with civilian industry.  It provides the trainee an opportunity to grapple with real problems inherent to the business environment.  Currently, these programs are concentrated in the areas of transportation, procurement, logistics management, research and development, public affairs, banking, communication-electronics, advertising and marketing, physical security, artificial intelligence and automation systems.  The programs are normally 10 months with a predetermined follow-on assignment focusing on the experience gained.  AR 621-1 provides information on application procedures.

b. Partially funded programs.  Under these programs, the officer bears the cost of all tuition, fees and textbooks.  Many officers elect to use their in-service veterans benefits (if applicable) to help defray educational costs.  The Army provides officers with full pay and allowances and moves officers and their families to the school location if the schooling is 20 weeks or more.  Participants attending schools for less than 20 weeks attend in a permissive TDY status. After their branch notifies officers that they are accepted into the program, it is their responsibility to select and be accepted by an accredited college or university.

(1) Degree Completion Program (DCP). This program authorizes officers up to 18 months of full-time civilian education to complete undergraduate or graduate degree requirements.  Officers who lack an undergraduate degree are encouraged to pursue studies on their own; however, the Army can assist by providing up to 1 year to allow completion of the degree.  Company and field grade officers pursuing an advanced degree must agree to study in an academic discipline that supports their branch or functional area (or, in some cases, a designated skill).  The primary zone of consideration for the graduate level is the 5th through the 17th year of service.

(2) Cooperative degree programs.  Selected students attending schools such as the Command and General Staff College (CGSC), the Logistics Executive Development Course (LEDC) at the Army Logistic Management College, and certain Senior Service Colleges (SSCs) are offered the opportunity to participate in various courses conducted by cooperating civilian institutions.  Attendance at these courses is concurrent with the military schooling.  After graduation, officers are authorized up to 12 months to complete graduate degree requirements as full-time resident students at the civilian institution.  Those attending SSC normally pursue studies during the summer school sessions immediately before and after the military course.  In all cooperative degree programs, officers pay for educational costs.

c. Fellowships, scholarships, or grants.  According to AR 621-7 eligible officers may apply for permission to accept fellowships, scholarships or grants offered by corporations, foundations, funds or educational institutions.  Participation in such programs normally does not exceed 2 years.

  4-18.  Tuition assistance

Eligible officers pursuing off duty undergraduate or graduate civilian education courses may apply for tuition assistance under the provisions of AR 621-5.  If approved, the Army pays up to 100 percent of tuition costs. Individual officers pay all other amounts, such as fees for registration and matriculation and the cost of books and supplies.   Participants agree in writing to remain on active duty for a minimum of 2 years after completing the course or courses.  (See AR 621-5, paragraph 2-9b(1))

  4-19.  Eligibility criteria and application procedures

a. Since many elements of the programs discussed in this chapter differ, officers should consult the governing Army regulations for the specific eligibility criteria and application procedures.

b. Selection for full-time civil schooling is governed by the needs of the Army; the officer's demonstrated performance, and his or her academic background.  Officers pursuing a graduate degree should choose a discipline that fulfills the professional development requirements of the officer's designated branch, functional area or MOS.  In addition, applicants must have completed the Captains Career Course.  Since selection for full-time schooling programs is based in part on the availability of the officer, OPMD retains schooling applications until the applicant withdraws from further consideration or becomes ineligible by virtue of military performance or years of service.  Officers selected for Advanced Civil Schooling should expect a utilization assignment immediately after graduation.  Officers who attend fully funded educational programs are normally subject to recoupment if, prior to completing their required service obligation, they separate from the Army voluntarily or involuntarily.

Chapter 5

Officer Promotions

  5-1.  General

This chapter covers the active duty promotion system for officers through the grade of colonel.  This system constitutes a vital aspect of military personnel management affecting each officer and, therefore, must be legally correct and logically sound.  Further, it must be administered fairly and equitably; to do otherwise would jeopardize the effectiveness of the officer corps.

  5-2.  Promotion process objectives

a. Though the specific procedures for selecting officers for grade advancement have varied over time, the objectives of this process have remained constant:

b. Ensure advancement to the higher grades of the best-qualified officers.

c. Meet Army branch/MOS/functional area and grade requirements.

d. Provide career incentive.

e. To promote officers based on the whole person concept and potential to serve in the next higher grade.

f. Although not an objective, identifying and eliminating ineffective officers is another result of the promotion process.

  5-3.  Statutory requisites

The objectives of the promotion system are consistent with statutory requisites and the realities of the Army structure and authorizations.

a. The legal basis for the officer promotion system is contained in Title 10, United States Code (USC). This law prescribes strength and grade authorizations, promotion list components, promotion procedures, and separation procedures resulting from non-selection.  The statutory requirements of Title 10 USC have been promulgated through regulatory, directive, and policy means in the establishment and administration of the promotion system.

b. The Defense Officer Personnel Management Act (DOPMA) became effective 15 September 1981. DOPMA was a major revision to Title 10 USC and is now the basis for the management of the company/field grade officer corps.  In 1984, the DOPMA provisions of Title 10 USC were amended to overcome certain unintended consequences of the original act and to give the Service secretaries more flexibility in limiting eligibility for promotion consideration.  The current law:

(1) Establishes statutory limitations on the number of officers who may serve in senior grades.

(2) Provides common law for the appointment of Regular officers and for the Active Duty List service of Reserve officers.

(3) Provides uniform promotion procedures for officers in the separate Services.

(4) Provides common provisions governing career expectation in the various grades.

(5) Establishes common mandatory separation and retirement points for regular commissioned officers.

(6) Increases the amount of separation pay for officers separated involuntarily short of retirement.

(7) Provides related authorities to manage the officer force under the revised personnel system.

(8) Increases the flexibility of Presidential authority under mobilization in times of declared crisis.

c. The Warrant Officer Management Act (WOMA) was passed into law as part of the Fiscal Year 1992/1993 National Defense Authorization Act and went into effect on 5 December 1991.  WOMA is a major revision to Title 10 of the USC and has become the basis for the management of the active duty warrant officer corps.  The current law established:

(1) Single promotion systems for warrant officers.

(2) Tenure requirements based upon years of warrant officer service.

(3) The grade of CW5.

(4) Authorization for the Secretary of the Army, to convene boards to recommend, retirement-eligible warrant officers, for selective mandatory retirement.

  5-4.  Active Duty List

a. Background.  DOPMA and WOMA revised the laws providing for the establishment of separate Regular Army (permanent) and Army of the United States (AUS) (temporary) lists and established a single, consolidated Active Duty List (ADL).  DOPMA and WOMA, as revised, provide for the following:

(1) Establishment of an initial ADL.  No later than 6 months after 15 September 1981, all officers of the Army serving under Chapter 36 of Title 10 USC as amended by DOPMA (except for those identified in section 641 of Title 10 USC) will be placed on the ADL in the same relative seniority that they held on 14 September 1981.  Pre-WOMA relative seniority was determined according to seniority criteria outlined in AR 600-8-29, Chapter 1, and was primarily based on the AUS date of rank a warrant officer held on 4 December 1991.

(2) Adjustment to the ADL. Adjustments to the ADL are made to maintain the relative seniority among officers of the Army as it existed on the day before the effective date of the law.   Under provisions of Title 10 USC 741, the Secretary of the Army did establish and/or adjust the ADL date of rank (DOR) of any company/field grade officer who was serving on active duty on 14 September 1981.  Any Regular Army (RA) or U.S. Army Reserve (USAR) officer, who on the effective date of DOPMA (15 September 1981) was serving on active duty in a temporary (AUS) grade that was equal to their permanent (RA or USAR) grade, was awarded an ADL date of rank equal to that held in their AUS grade. WOMA provided for the establishment of an initial active duty list that placed all warrant officers of the Army serving under Title 10, USC, in the same relative seniority, which they held on 4 December 1991.

b. Current law.  As required by Title 10 USC, the Army maintains a single ADL on which officers are to be carried in order of seniority.  They are considered for promotion, each time a selection board is convened to consider officers in an established DOR zone of consideration for their competitive category.  The provisions of Title 10 USC 741 and 742 relate to rank among officers of the same grade as follows:

(1) Establishes relative rank of the various officer grades.

(2) Provides that rank among officers of the same grade or equivalent grade is initially determined by date of rank. An officer with an earlier date of rank is senior to an officer with a later date of rank.

(3) The Secretary of Defense and the Secretary of the Army have prescribed rules for breaking date-of-rank ties and general rules for establishing dates of rank when breaks in service, service credit and placement on the ADL determinations must be made. DOR and rank/precedence criteria have been published in AR 600-8-29, chapter 2.

(4) To maintain the relative seniority among warrant officers of the Army as it existed on the day before the effective date of the law, the Secretary of the Army established/adjusted the ADL on 4 December 1991.  Any RA or USAR warrant officer who, on the effective date of WOMA, was serving on active duty was awarded an ADL date of rank equal to the highest grade, temporary (AUS) or permanent (USAR or RA), he or she had achieved.

  5-5.  Promotion process

a. Title 10 USC provides for a single promotion process of all officers on active duty and on the ADL, regardless of their component. Active duty Reserve officers serving on the ADL are no longer considered by Reserve boards.

b. The effect of the Title 10 USC/DOPMA/WOMA on the tenure and retirement opportunity for officers is shown in table 5-1.

c. WOMA mandated a single promotion process for all warrant officers on active duty and the ADL, regardless of their component.  The requirement for warrant officers to be recommended by two different selection boards (temporary and permanent) for promotion to the next higher grade was eliminated.  On 5 December 1991, warrant officers serving on active duty assumed as their permanent grade the highest grade, temporary  (AUS) or permanent (USAR or RA), they had held.  Active duty reserve officers serving on the ADL are no longer considered by a reserve board.

Table 5-1

The Promotion System

	Rank
	Tenure
	Retirement

	WO1
	Promotion consideration to CW2
	N/A

	CW2
	Promotion consideration to CW3
	May be selectively continued (SELCON) to maximum 20 years of service(YOS) 

	CW3
	Promotion consideration to CW4
	May be SELCON

	CW4
	Promotion consideration to CW5
	May be SELCON to 24 years of warrant officer service but not more than 30 years of active service.

	CW5
	30 years of WO service
	Maximum of 30 years WO service

	2LT
	Promotion consideration to 1LT
	N/A

	1LT
	Promotion consideration to CPT
	N/A

	CPT
	Promotion consideration to MAJ
	May be SELCON to maximum 20 YOS 

	MAJ
	Promotion consideration to LTC
	May be SELCON to 20 YOS if qualified for retention and within 6 years of retirement eligibility

	LTC
	28 years of active federal commissioned service (AFCS) for promotion 
	Provision in law for early retirement by board (SERB) action if 2xNS to COL when Early Retirement Program is in effect

	COL
	Promotion consideration to AFCS
	Provision in law for one-time review for SERB action when Early Retirement Program is in effect


  5-6.  Army grade structure

a. The distribution of grades at major and above is controlled by Title 10 USC and may be further constrained by Congress, the Office of the Secretary of the Army or the Chief of Staff, Army.  Although Title 10 USC is subject to revision and modification, the basic concept remains unchanged.  In effect, the by-grade number of field grade officers allowed depends on total officer authorized strength levels, which are based on the total size of the Army and prescribed by the Secretary of the Army.

b. The distribution of grade CW5 is established and controlled by Title 10 USC and WOMA and may be further constrained by Congress, the Office of the Secretary of the Army, or the Chief of Staff of the Army.  Although Title 10 and WOMA is subject to revision and modification, the basic concept remains unchanged.  In effect, the number of CW5 positions depends on the total warrant officer authorized strength level.  The total number of warrant officer authorizations is based on the size of the Army and is prescribed by the Secretary of the Army.

  5-7.  Promotion flow

a. Changes in authorizations, losses and promotions to the next higher grade create fluctuations in both the time in service (TIS) and time in grade (TIG) at which promotions occur.  Under ideal circumstances, each qualified officer would advance through the grade structure with some degree of predictability. However, a relatively standardized promotion flow does not occur consistently due to expansion and contraction of the Army, changes in promotion policies and variations in officer losses each year.

b. Title 10 USC establishes minimum TIG requirements for promotion to the next higher grade as shown in table 5-2.

c. The promotion timings, as stated in Department of Defense Instruction 1320.13 are expressed in terms of the years of Active Federal Commissioned Service (AFCS) at which promotion occurs.  The promotion opportunity  (DOPMA rate), as stated in DODI 1320.13, is the percentage of total selects over the eligible in-the-zone population.   Promotion timing and opportunity objectives are shown in table 5-2.

d. Changes in authorizations, losses, and promotions to the next higher grade create fluctuations in the point within a warrant officer's career at which promotions occur.  Under ideal circumstances, each qualified warrant officer should advance through the grade structure with some degree of predictability.  This relatively standardized promotion flow is not consistently obtainable due to expansion and contraction of the Army, changes in promotion policies, and variations in warrant officer losses each year.

e. WOMA establishes minimum time in grade (TIG) requirements for promotion to the next higher grade. The warrant officer promotion flow objective may be expressed in terms of years at which, warrant officer service promotions occur.  History has consistently revealed that rapid promotions, in terms of reduced time in grade, have occurred during periods of force expansion.  Conversely, promotions have always slowed down when force reductions occur.  The current warrant officer promotion flow objectives are shown in Table 5-2.

Table 5-2

TIS, TIG, and promotion opportunity

	Promote to:
	Timing

(TIS)
	TIG

(DODI)(10 USC)
	Promotion Opportunity

(DODI)

	CW2
	2 years WOS
	18 months
	fully qualified

	CW3
	8/7 years WOS*
	3 years
	best qualified (80 %)

	CW4
	14/12 years WOS
	3 years
	best qualified (74%)

	CW5
	20/17 years
	3 years
	best qualified (44%)

	1LT/02
	18 months
	18 months
	fully qualified

	CPT/03
	4 years plus 1 year
	2 years
	best qualified (90%) (DA guidance)

	MAJ/04
	10 years +/- 1 year
	3 years
	best qualified (80%)

	LTC/05
	16 years +/- 1 year
	3 years
	best qualified (70%)

	COL/06
	22 years +/- 1 year
	3 years
	best qualified (50)


Note:

Part 1 * TIS is separated into years of warrant officer service (WOS) for Tech and Aviation warrants.

  5-8.  Below-the-zone (BZ) promotions

The below the zone (BZ) or secondary zone promotion capability is designed to allow the accelerated promotion of outstanding officers who have demonstrated performance and indicated potential clearly superior to those who otherwise would be promoted. Below-the-zone promotions apply only to promotion to the ranks of CW3, CW4, CW5, major, lieutenant colonel and colonel.  Officers will receive only one BZ consideration per grade.  By law, the number of officers recommended for promotion from below-the-zone may not exceed 10 percent of the total number recommended; except that the Secretary of Defense may authorize that percentage to be increased to not more than 15 percent.  Army policy sets the Army Competitive Category (ACC) below-the-zone promotion capability at 5.0 to 7.5 percent.  Note that AMEDD, Chaplain Corps and Judge Advocate General's Corps are not part of the ACC.

  5-9.  Competitive categories

Each officer on the ADL is grouped in a competitive category for promotion as authorized in Title 10 USC and prescribed in DOD Directive 1320.12.  Competitive categories are established to manage the career development and promotion of certain groups of officers whose specialized education, training, or experience, and often relatively narrow utilization, make separate career management desirable.  Officers in the same competitive category and Career Field (see paragraph 8-1b) will compete among themselves for promotion.  There are six competitive categories for company grade officers: the Army Competitive Category includes all branches and functional areas other than the special branches; Chaplain and Staff Judge Advocate are in separate categories; and the Army Medical Department has a category for the Medical and Dental Corps and a category for all other Medical Department branches.  There are nine competitive categories for field grade officers; three additional due to Career Field designation.  There are two competitive categories for the warrant officer corps, Technical and Aviation warrants.

  5-10.  Impact of OPMS evolution

With the implementation of OPMS revisions, changes have occurred in Company Grade, Field Grade, and Warrant Officer personnel management.  These changes affect only Army Competitive Category officers and warrant officers.

a. Promotion plan. As part of OPMS, the Army defines primary and secondary zones of consideration for field grade promotions by basic year groups.  The in-the-zone population, or primary zone, is usually established by the dates the first and last due course officer was promoted from a specific year group.  A due course officer is one who has been on continuous active duty since commissioning as a second lieutenant and who has neither failed selection for promotion nor been selected for promotion from below-the-zone.  This primary zone is accessed into the Army, and at times shaped, to achieve a promotion opportunity (table 5-2) that is relatively similar over a period of the next 5 years.  This procedure has become known as the five-year Field Grade Promotion Plan. OPMS revisions have not changed this policy.

b. Decentralized selections. The officer's local commander approves promotion to first lieutenant (1LT) and CW2. Normally, the battalion commander promotes with the recommendation of the company commander. Although the promotion is thought of as being automatic upon completion of a specific period of active duty, the promotion is based on an officer's demonstrated performance. Officers who fail promotion to 1LT and CW2 are generally released from active duty or discharged.

c. Centralized selections.  Officers promoted from captain through colonel and CW3 to CW5 are selected by HQDA centralized boards.  Selection boards are asked to recommend fully or best qualified (as appropriate) officers from an inclusive zone of consideration (ZOC).  The ZOC includes officers from above, in and below the promotion zone.  When the number of officers being considered exceeds the maximum number to promote, the boards operate under best-qualified criteria.  Centralized boards, except captain, are provided minimum promotion requirements (floors) by branch, functional area or area of concentration to ensure the Army's skill and grade mix balances with its needs.  Recommendations are based upon branch, MOS and functional area competency, the potential to serve in the higher grade and the whole person concept.  Factors considered include:

(1) Performance.

(2) Embodiment of Army values.

(3) Professional attributes and ethics.

(4) Integrity and character.

(5) Assignment history and professional development.

(6) Military bearing and physical fitness.

(7) Attitude, dedication and service.

(8) Military and civilian education and training.

(9) Concern for soldiers and families.

d. Special branches.  Promotion within Special Branches (AMEDD, Chaplain Corps and JAG Corps).  The officer promotion system reinforces all other personnel management programs to acquire and retain the right number of officers, with the proper skills, to meet the Army's needs.  The objective of promotion within the special branches is to maintain an orderly promotion flow that replaces losses, meets changing requirements, and recognizes uneven attrition rates within these competitive categories.  Provisions of the system include mandated floors by branch, functional area or AOC and the optional employment of selection ceilings. Selection opportunity may vary among competitive categories based upon projected requirements in the higher grades

e. Instructions to promotion boards.  Each board receives a Memorandum of Instruction from the Secretary of the Army providing guidance for the selection process.  Copies of these memorandums are released to the officer corps following approval and public release of the board results.  That portion pertaining to specialization has been expanded significantly to indicate that, in today's Army, the specialist has a significant role and responsibility.  The instructions highlight the need for the different officer professional development patterns required for accomplishing the Army's total mission.  Instead of a single traditionally accepted career pattern through various grades, multiple paths for advancement exist as the Army recognizes divergent Service needs and individual capabilities.  Further, instructions to promotion boards prescribe that promotion potential will be determined, for the most part, based on an officer's record of performance in their designated branch or functional area and the officer's overall performance.

f. Promotion board membership.  Personal qualifications, experience, and performance determine promotion board membership.  MACOM commanders recommend board members (colonel and below) from lists provided by the HQDA Secretariat for Selection Boards of eligible candidates who meet qualifications in a broad spectrum of military fields.  Following policy guidance from the Secretary of the Army, membership is designed to adequately reflect the skills, commands and diversity of the competitive category under consideration.  The Director of Military Personnel Management, ODCS,G-1, approves the final slate of members on behalf of the Secretary of the Army.  The Chief of Staff, Army, approves general officer membership.

g. Special selection boards.  Special selection boards (SSBs) are convened as required to consider officers with dates of rank above or in the promotion zone who were erroneously omitted from consideration or whose official records contained material errors seen by the original board.  Erroneous entries or omissions on the Officer Record Brief (ORB) generally do not justify reconsideration by a SSB.  The officer's responsibility to review his or her ORB at least annually and the provision of AR 600-8-29 entitling officers in the zone of consideration to submit a letter to the president of the board are considered sufficient opportunity to overcome minor administrative deficiencies.

Chapter 6

Officer Evaluation System

  6-1.  Overview

a. The Officer Evaluation System identifies those officers most qualified for advancement and assignment to positions of increased responsibility.  Under this system officers are evaluated on their performance and potential through duty evaluations, school evaluations and HQDA evaluations (both central selection boards and AHRC officer management assessments).

b. The assessment of an officer's potential is a subjective judgment of the officer's capability to perform at a specified level of responsibility, authority or sensitivity.  Potential is normally associated with the capability to perform at a higher grade.  However, the Army also assesses the officer's potential for retention and increased responsibility within a specified grade.

c. Officer qualifications provide the real link between the needs of the Army and individual officer performance.  They focus on an officer's background in terms of experience and expertise and include such items as specialty qualification, successful performance in demanding positions, civil and military schooling and physical profile. Performance is the execution of tasks in support of the organization or Army missions.  While results or accomplishment of a series of tasks is the primary focus, the manner in which tasks are approached and a general adherence to officer corps professional values are also important.  The performance assessment by HQDA differs significantly from that accomplished in the organizational duty environment.  The organizational duty assessment involves personal knowledge of the situations surrounding a specific performance for a specified period of time.  The HQDA assessment is accomplished by an after-the-fact assessment of a series of reports on performance over a variety of duty positions and covering the officer's entire career.

  6-2.  Officer Evaluation Reporting System

a. The Officer Evaluation Reporting System is a subsystem of the Officer Evaluation System. It includes the methods and procedures for organizational evaluation and assessment of an officer's performance and an estimation of potential for future service based on the manner of that performance.

b. The official documents of these assessments are the OER and the AER.

(1) The performance evaluation contained on the OER is for a specific rating period only.  It focuses on comparing the officer's performance with the duty position requirements and the standards of the rating officials.  Performance includes the methods or means of effort used by an officer in accomplishing tasks assigned by superiors or implied by the duty position.  The results of his or her efforts or degree of task accomplishment and the degree of compliance with the professional norms or values that apply to all officers regardless of duty position, grade or specialty.

(2) The potential evaluation contained on the OER is a projection of the performance accomplished during the rating period into future circumstances that encompass greater responsibilities.  The primary focus of this assessment is the capability of the officer to meet increasing levels of responsibility in relation to his or her peers.

(3) The AER is prepared for officers who take part in resident and nonresident training at service schools and civilian educational institutions.  It explains the accomplishments, potential, and limitations of students while attending courses. Only one AER is authorized for each reporting period.

c. The OER system is directly linked to the OPMS Career Field designation process.  Raters and senior raters are required to record a functional area and Career Field recommendation in Parts Vc and VIId respectively on each OER rendered for an Army Competitive Category (ACC) captain.  These rating chain recommendations, given by rating officials over a series of OERs, will provide pertinent information for Career Field Designation Boards.

  6-3.  Relationship with OPMS, leader development, character development process

a. The primary function of the Officer Evaluation Reporting System is to provide information from the organizational chain of command to be used by HQDA for officer personnel decisions.  The information contained in the OER is correlated with the Army's needs and individual officer qualifications.  It provides the basis for OPMS personnel actions such as promotion, Career Field designation, elimination, retention in grade, retention on active duty, reduction in force, command and project manager designation, school selection, assignment and specialty designation.

b. An equally important function of the Officer Evaluation Reporting System is to encourage the professional development of the officer corps.  To accomplish this, the system uses the Army's leadership doctrine to relate teaching, coaching, counseling and assessing values, attributes, skills and actions to performance and professional development.  The OER also requires rater and senior rater input regarding functional areas and Career Fields, unique/special qualifications and future positions (Parts Vc and VIId) that strongly support OPMS indoctrination throughout the officer corps.  Particularly valuable is the developmental counseling fostered through senior officers linking the Army's evaluation system to its leader development and personnel management systems.  Developmental counseling is the responsibility of senior officers to provide feedback concerning professional growth, potential and career pathways to success.  While these aspects of developmental counseling through mentorship have always been a major element of the evaluation process, they must be continually emphasized.

c. Raters will conduct periodic follow-up performance counseling with rated officer to make needed adjustments to objectives utilizing the DA Form 67-9-1 (Officer Evaluation Support Form).  For LTs/WO1s quarterly counseling is mandatory; for CPT/CW2, goal is once around midpoint (3-6 months); field grade follow-up counseling is on an as needed basis.

d. Raters will conduct mandatory, quarterly follow-up performance/developmental counseling with their LTs/WO1s utilizing the DA Form 67-91A, Officer Developmental Support Form (ODSF), to adjust/update performance objectives and developmental tasks on both the support form and the ODSF.  The requirement of the box check Part IVd, ODSF, is for the rater to evaluate the rated officer's compliance with the ODSF requirements if the rated officer rates LTs/WO1s.  If the rated officer does not rate LTs/WO1s, the "NA" block should be checked.

e. The Officer Evaluation Reporting System support form process provides further impetus to continual two-way communication so that the rated officer is made aware of the specific nature of his or her duties and is provided an opportunity to participate in the organizational planning process.  The rater uses the communication to give direction and development to subordinates, to obtain information about the status and progress of the organization and to systematically plan for accomplishing the mission.  The senior/subordinate communication process also facilitates the discussion of career guidance with the rated officer, to include the decision process for his or her future OPMS Career Field.  This enables the rated officer to take advantage of the superior's experience when making functional area, Career Field or assignment related decisions.

f. All access to WO1 OERS is restricted after selection to CW3.  Restricted access will be accomplished by moving all WO1 OERS (DA Forms 67-8 and 67-9) and associated documents from the 'performance' ("P") section to the 'restricted' ("R") section of the Official Military Personnel File (OMPF).  Simultaneously, the WO1 hard copy OERS and associated documents will be removed from the career management information file (CMIF).  This will effectively remove from a warrant officer's performance file, information which, may simply be a reflection of an initial learning curve, and thereby preclude its use for personnel management decisions later in an officer's career.  These functions will occur during the month following the release of the CW3 promotion list.

g. All access to 2LT OERs is restricted upon promotion to the rank of CPT.  All 2LT OERs are moved from the performance ("P") section to the restricted ("R") section of an officer's Official Military Personnel File (OMPF).  Simultaneously, 2LT OERS are also removed from each officer's Career Management Individual File (CMIF), the file managed by career managers at AHRC.

h. Completion of Part VIIb, of the Officer Evaluation Reporting System, (DA Form 67-9) is not required for Chief Warrant Officer Fives being evaluated under the provisions of AR 623-105.  Evaluation reports, in the grade of W5, arriving for processing at the respective component's headquarters on or after 1 November 1999, will receive a "not evaluated" label overlaying the boxes in part VIIb.  As an exception to paragraph 3-26c(6), AR 623-105, narrative comments in Parts Vb and VIIc of this report ( CW5 ) may be handwritten in black ink.  In order to be processed and placed on the officer's OMPF, reports with handwritten comments must be legible.  All other provisions of paragraph 6-4, AR 623-105, concerning narrative gimmicks remains in effect.

i. Part VIIb of the OER (DA Form 67-9) will not be completed for company grade officers (LT and CPT) and WO1 or CW2.  The Army’s focus for company grade branch commissioned officers and junior grade warrant officers is on developing leadership skills, technical management competency and fostering closer unit cohesion.  Commanders will employ expanded developmental plans and counseling tools for all their officers below the MAJ and CW3 levels as part of a more flexible officer development process documented through the Officer Developmental Support Form (DA From 67-9-1a).  Senior rater profiling will still be an important tool for use in rating officers at the grades of Majors and CW3 and higher.

j. For further information on the Officer Evaluation System, see AR 623-1, AR 623-105, and DA Pam 623-105.

Chapter 7

Reserve Component Officer Development and Career Management

  7-1.  Introduction

a. This chapter discusses the unique aspects of leader development, professional development and career management of Army National Guard (ARNG) and Army Reserve officers.  It also details how Army Reserve Component (RC) officers are affected by OPMS revisions.

b. The Reserve Components of the Army include the ARNG and the Army Reserve.  When not in a Federalized status (under Federal control), the ARNG comes under control of the states, the territories of Guam and the Virgin Islands, the Commonwealth of Puerto Rico or the District of Columbia.  The Army Reserve is a Federal force within the Department of the Army.

c. The ARNG and the Army Reserve operate under separate and distinct systems according to specific laws and regulations.  However, since the purpose of the RC is to augment the Active Component in times of need, it is imperative that the implementation of these laws and regulations allow for the seamless integration of RC units and individuals into the Active force.

  7-2.  General description of the Reserve Components

a. The RC consists of three categories: the Ready Reserve, the Standby Reserve, and the Retired Reserve.  All Reserve and Guard manpower is assigned to one of these three categories.  This chapter focuses on the Ready Reserve.

b. The Ready Reserve is the largest category in the RC and contains the overwhelming majority of pre-trained military manpower to augment the Active Component in time of war or national emergency.  The Ready Reserve consists of the Selected Reserve, the Individual Ready Reserve (IRR) and the Inactive National Guard (ING).

(1) The Selected Reserve consists of the following:

(a) Units manned and equipped to serve and/or train either as operational or as augmentation units.  Operational units train and serve as units; augmentation units train together, but when mobilized, lose their unit identity, being subsumed into an active unit or activity.  Soldiers assigned to Army Reserve and ARNG units fall into this category, which is divided into two subgroups:

1. Troop Program Unit Reservists.  Trained unit members who participate in unit training activities on part time basis.  These soldiers are required to perform (drill) 48 Unit Training Assemblies (UTAs) per year and 14 days (15 days for ARNG) per year in annual training (AT) status.  These members are in a paid status while performing these duties.

2. Active Guard Reserve (AGR). AGR status is defined as officers serving in an active duty status for at least 180 days, performing administrative and training duties in direct support of the ARNG and USAR. These are Guard or Reserve members of the Selected Reserve who are ordered to active duty or full-time National Guard duty for the purpose of organizing, administering, recruiting, instructing or training the Reserve component units.  The primary objective of the AGR program is to improve the readiness of the Reserve Component.

(b) Training Pipeline (Non-deployable Account).  The non-deployable account consists of selected Reserve enlisted soldiers who have not yet completed initial active duty for training (IADT), all officers who are in training for professional categories, undergraduate flying training, chaplain candidates, health profession students, early commissioning program participants, and cadets enrolled in the Simultaneous Membership Program (SMP).

(c) Individual Mobilization Augmentation (IMA) (Army Reserve only).  Trained individuals assigned to an active component, Selective Service System or Federal Emergency Management Agency organization's billet that must be filled on or shortly after mobilization.  Officers assigned to this control group perform at least 12 days of AT each year and are assigned to a specific duty position in an AC unit or organization.

(2) The Individual Ready Reserve (IRR) (Army Reserve only) consists of those Army Reserve Ready Reservists who are not in the Selected Reserve.  The IRR is a manpower pool comprised principally of individuals having had training, having served previously on active duty or in the Selected Reserve, and having some period of their military service obligation remaining or another contractual commitment.  Members voluntarily may participate in training for retirement points and promotions with or without pay.  IRR members may be (but are not presently) required to meet the same training requirements as Selected Reservists.  Required training (involuntary) may not exceed 30 days a year.

(a) Control Group--Annual Training. Ready Reserve officers with a training obligation, but who do not belong to an Army Reserve unit.  They must perform AT when so directed.

(b) Control Group--Reinforcement.  All other non-unit Ready Reserve officers not assigned to another control group.

(c) Control Group--Officer Active Duty Obligor.  Active duty officers who are appointed in the Army Reserve but do not enter onto active duty at the time of their appointment.  These officers maintain their obligated status and may be ordered to active duty or duty with an ARNG or Army Reserve unit.

(d) Control Group--Dual Component.  Regular Army of the United States enlisted Soldiers or warrant officers who hold Army Reserve commissions or warrants.

(3) Inactive National Guard (ING) personnel (ARNG only).  The ING consists of National Guard personnel in an inactive status in the Ready Reserve, not in the Selected Reserve, attached to a specific National Guard unit.  To remain ING members, they muster once a year with their assigned unit, but do not participate in training activities.  ING soldiers are considered mobilization assets of the unit.  Similar to other IRR, some ING members have legal and contractual obligations.  ING members muster once a year but may not participate in training activities for points or pay and are not eligible for promotion.

c. The Retired Reserve is comprised of all Reserve officers and enlisted personnel who receive retired pay on the basis of active duty and/or reserve service; all Reserve officers and enlisted personnel who are otherwise eligible for retired pay but have not reached age 60 and who have not elected discharge and are not voluntary members of the Ready or Standby Reserve; and other retired reservists.  All retired members who have completed at least 20 years active duty (Regular or Reserve), regardless of the retired list to which assigned, may be ordered to active duty involuntarily whenever required as determined by the Secretary of the Army in accordance with 10 U.S.C. 688 or voluntarily under the authority of 10 U.S.C 12301(d).

  7-3.  Company and Field Grade Officer Personnel Management System--Army National Guard and U.S. Army Reserve (OPMS-ARNG and OPMS-USAR)

a. The purpose of OPMS-ARNG and OPMS-USAR is to effectively and efficiently manage assigned company and field grade officers through the personnel proponent life cycle development models.  The effective implementation of the RC OPMS increases the effectiveness and professionalism of the Army Reserve and ARNG officer corps by producing officers who meet the same qualifications as their Active Component counterparts, and who are able to perform effectively in their branch or functional area as a part of the Total Army team.  All branches and functional areas in the Active Component under OPMS are open to the Reserve Component and are reflected in the RC force structure.  One variance from the AC implementation of OPMS is the Career Field designation process which requires modification to accommodate ARNG and Army Reserve unique personnel management considerations.

b. RC OPMS is the cornerstone of the professional development and utilization programs for all Reserve Component company and field grade officers.  Its goal is to develop RC officers in the right numbers and skills to meet the functional requirements of the Army in the event of mobilization, as well as to develop officers with technical, managerial, administrative and leader skills to serve in positions of increasing responsibility throughout the Department of Defense (DOD).  While the goals of OPMS for the Reserve Component are the same as those for the officer on the Active Duty List, laws and regulations specific to the ARNG and Army Reserve affect its implementation.  Accordingly, OPMS is divided into two subprograms for Reserve Component implementation purposes:

(1) OPMS -ARNG is a function of the state, within the guidance and policies established by HQDA and NGB.

(2) OPMS -USAR is administered by the Army Human Resources Command (AHRC-St Louis) in St. Louis, MO.  AHRC- St Louis manages all USAR officers not serving in the Active Component, regardless of the component or control group to which they are currently assigned.  More specific guidance for OPMS -USAR is addressed in AR 1AR 135-175, and AR 140-10, and for the Active Guard Reserve Program in AR 135-18.

c. Commanders play a significant role in the development of subordinate officers.  With the reduction of personnel resources, the Reserve Components will select only the best-qualified officers for leadership positions.  The Reserve Components will consider officers for command and high-level staff positions regardless of their component affiliation.  Cross component consideration ensures that the Reserve Components continue to select and train the best-qualified officers for these positions.

  7-4.  Application of OPMS to ARNG and Army Reserve Company and Field Grade Officers

a. Implementation.  The implementation of the Reserve Officer Personnel Management Act (ROPMA) in 1996 brought the RC company and field grade officer promotion systems in synchronization with the Active Component. It established a best-qualified promotion system for RC officers, replacing the fully qualified system previously used.

b. OPMS-ARNG. This system identifies positions and officers to fill those positions.  The essential element of OPMS-ARNG is to match the qualifications of the officer with the requirements of the position as found in authorization documents.  Constraints in applying the OPMS system to the ARNG include the geographical location of the state force structure and the limited size of the state officer inventory.  OPMS-ARNG, when properly executed, develops officers in adequate numbers and assigns officers according to the needs of the ARNG in each state by considering mission requirements in conjunction with the individual officer's competence and desires.  OPMS-ARNG provides for the most efficient utilization and maximizes the professional satisfaction of each officer.

c. OPMS-USAR. Army Reserve career management and officer development objectives are to:

(1) Develop Army Reserve officers in the required numbers and grades and with the right skills to satisfy the mobilization requirements of America's Army, taking maximum advantage of the inherent abilities, attributes and skills of the individual officer.

(2) Assign officers according to the best interests of the U.S. Army Reserve's needs and the officer's competence and desires.  However, the needs of the Army are primary.

(3) Improve the motivation and professional competence of the Army Reserve officer corps.

  7-5.  Professional development

a. ARNG.

(1) The significant difference between OPMS-ARNG and similar systems in the Army Reserve and Active Component is in the decentralization of OPMS responsibility.  OPMS-ARNG is a function of the state within the guidance and policies established by HQDA and the National Guard Bureau (NGB).

(a) Within those guidelines, the objective is to develop officers in adequate numbers and with the right skills to fully satisfy ARNG requirements while maximizing and taking advantage of each officer's inherent skills and abilities.

(b) Duty assignments are made at the state level based on the force structure of the state, officers available to fill vacancies, unit readiness and geographic considerations.

(c) Appointments, promotions, branch transfers, evaluations, separations and other similar personnel actions are administered by the state.

(2) Officers, boards, commanders and personnel managers should be aware of the uniqueness of the RC environment and the implications of citizen soldiering.  The concepts of equivalent assignment and constructive credit must be understood.  There are numerous leadership positions within the state ARNG structure that do not fall into the traditional definition of TOE/TDA command.  Lieutenant level through general officer level leadership and command positions should be recognized, desired as potential assignments, and considered in promotion and selection board procedures.  There are also TDA staff positions that equate with battalion and brigade staff positions.  These are considered equivalent positions.

(3) Many ARNG officers are leaders in industry, the community and in the corporate world.  Many positions in corporations provide training and experience not only useful to the military but closely related to military specialty skills Officers at all levels should be sensitive to the relationship between civilian occupations and training and military skills.  Being the financial officer for a corporation certainly provides evidence of qualification as a military finance officer.  Leadership in a civilian occupation provides evidence of potential for military leadership positions.  These are examples of constructive credit possibilities that should be considered in determining an officer's qualification for branch and functional area designation, and award of areas of concentration and skills.  Section VII of Chapter 4, AR 611-1 provides guidance for evaluating civilian education and occupation experience in the classification of ARNG officers.  Officers may also apply for constructive or equivalent credit for military education courses in accordance with AR 135-155. .

b. Army Reserve. The development of the professional attributes and capabilities of Army Reserve officers to meet the mobilization needs of the Army is known as officer professional development.  While Army Reserve officers share the same mission as their AC counterparts, the unique nature of the Army Reserve soldier's role as a citizen soldier poses a challenge for professional development.  However, Army Reserve officers are expected to follow AC officer development patterns as closely as possible, except that Army Reserve officers, in some instances, have increased windows to complete mandatory educational requirements.  To meet professional development objectives, Army Reserve officers may need to rotate among Troop Program Units (TPU), the Individual Ready Reserve (IRR), and the Individual Mobilization Augmentee (IMA) program.  These transfers are necessitated by geographical considerations, as well as the need to provide as many officers as possible the opportunity to serve with troops in leadership and staff positions.  Additionally, there may be occasions when officers should transfer to the IRR while they complete mandatory educational requirements.  Such transfers will be temporary and should not be seen as impacting negatively on the officer's career.  The success of an officer is not measured by length of service in any one component or control group, but by the officers breadth of experience, duty performance and adherence to branch and functional requirements.

  7-6.  Professional development processes

The basic processes of officer professional development are as follows:

a. Leader development.

b. Rotation of assignments, to include planned and progressive assignments between components and control groups.

c. Continuing education (military and civilian).

d. Branch transfers and functional area/skill alignment.

e. Civilian acquired skills.

f. Evaluations.

g. Promotions.

  7-7.  Leader development

a. The Reserve Component leader development program develops the values, attributes, skills and knowledge of ARNG and Army Reserve soldiers to meet the mobilization needs of the Army.  RC officers must be properly trained in order to perform effectively in the event of mobilization.  The development of RC officers is a continuous, progressive and sequential process made up of three pillars: institutional training, operational assignments and self- development.

(1) Institutional training.  There are varieties of schools, both resident and nonresident, that provide the RC officer with military educational opportunities.  These educational programs, which are designed to increase and update the professional knowledge of each officer, have the secondary goal of satisfying promotion and assignment prerequisites. Officer military education requirements are shown in table 7-1. (For exceptions, see AR 135-155 and NGR 600-101.)  Operational experience through duty assignments augments what has been learned in the formal education process.  To the maximum extent possible, RC officers receive operational assignments that allow them to apply the knowledge and leadership skills learned in institutional training.  This is especially critical for company grade officers and junior warrant officers.  Junior officers should be assigned to troop units.  This phase in development is critical to developing leadership competencies and instilling the Army values necessary in the officer corps.  Careful planning and programming by agencies, commanders and the individual officer is essential to maximize the career potential and efficient use of officer skills, knowledge and attributes.  Experience gained through challenging and varied assignments enhances officer development and provides trained officers able to meet the dynamic needs of the Reserve Components.

(2) The assignment and transfer of officers is a collective effort between the career management officer, the officer and his or her unit.  The applicable TOE or TDA prescribes the grade, branch and MOS requirements for positions to which officers may be assigned.  In the RC environment, assignment options are constrained by the force structure and demographic and geographic limitations.  For these reasons, RC officers may need to accept assignments throughout the Selected Reserve.  RC officers must also realize the possibility of occasional and temporary transfers to the IRR, especially in conjunction with the completion of Professional Development Education (PDE) requirements.  These transfers provide the officer an opportunity to complete required studies without the distraction of a troop assignment and allow other officers the opportunity to gain troop leadership experience.

(3) Self-development.  Each officer has a responsibility for professional development from the time of commissioning or appointment.  Individual study, reading, research and interpersonal skills development and assessment are critical parts of leader development. AGR, Active Duty for Special Work (ADSW), and Key Personnel Upgrade Program (KPUP, ARNG only) are ways to enhance that development.

b. Although it is not specifically one of the domains of leader development, mentorship is the foundation upon which these domains rest.  Mentorship is the act of proactively developing each subordinate through observing, assessing, coaching, counseling, and evaluating which results in treating people as they should be treated with fairness and equal opportunity.  Mentorship is a critical component of leader development since it is a force multiplier.  The domains of leader development (institutional training, operational assignments and self- development) primarily affect the officer.  Mentorship affects not only the mentored officer; it sets the tone for the relationship that the mentored officer will have with those he or she will mentor in the future. The importance of mentorship is enhanced by the limited amount of time that RC officers will spend in units serving under more senior officers who can serve as mentors.

Table 7-1

Military education requirements for promotion

	Grade from
	To
	Requirement

	Second Lieutenant
	First Lieutenant
	Officer Basic Course

	Captain*
	Major
	Officer Advanced Course and CAS3(RC only)

	Major*
	Lieutenant Colonel
	50 percent of ILE

	Lieutenant Colonel
	Colonel
	ILE

	WO1
	CW2
	WOBC

	CW2
	CW3
	USAR - WOBC only; ARNG - WOBC & WOAC

	CW3
	CW4
	USAR - WOAC only; ARNG - WOAC & WOSC

	CW4
	CW5
	WOSSC


Note:

1. Officers having a date of rank to Captain on or after 1 October 1987 must have completed CAS3 prior to enrolling into ILE. (Completion of ILE satisfies CAS3 requirement.)

  7-8.  Company and Field Grade Officer Career management

a. ARNG.

(1) Career management for ARNG officers is conducted in accordance with HQDA and NGB policy and regulations and is administered at the state level by authority of the adjutant general.  Duty assignments are made at the state level based on the force structure of the state, available officers, unit readiness requirements and geographic considerations. Promotions, branch transfers, evaluations, separations and other personnel actions are administered by the state within HQDA and NGB policy guidance.  Appointments, branch designations or changes and promotions require Federal recognition orders issued from NGB on the recommendation of a Federal recognition board conducted at the state.

(2) NGB is the conduit between HQDA and the states to ensure that the objectives of OPMS III are fully incorporated in OPMS-ARNG.  The personnel directorate at NGB assists the state adjutants general and their staffs in administering OPMS-ARNG by establishing policy and guidance reflecting America's Army systems.  The personnel directorate is the proponent for regulations, policy and procedures governing OPMS-ARNG.

(3) The state adjutants general oversee the direction and effectiveness of the officer career management programs in their respective states.  This includes the designation of branches and functional areas and the awarding of AOCs and skills, as well as the operation of personnel administration.  The adjutant general appoints the state officer personnel manager (OPM), who is the primary representative of the adjutant general in implementing and administering OPMS- ARNG.  The OPM ensures that all aspects of OPMS-ARNG are administered and serves as the principal advisor to the adjutant general.  The OPM maintains the management records, evaluates the requirements within the state, and monitors the career development of officers available to fill those requirements.  The OPM manages the officer inventory.

(4) Leader development should be emphasized as a primary command responsibility. Commanders at all levels assist in the administration of OPMS-ARNG by:

(a) Coordinating with the state OPM to develop and properly guide the career of officers in their command.

(b) Recommending assignments according to the qualifications, attributes, potential and desires of their officers.

(c) Serving as mentors and conducting periodic evaluations and counseling.

(d) Recommending professional development schools and training.

(5) Unit personnel officers, especially at the battalion level, play a vital role in career management for ARNG officers by:

(a) Maintaining liaison with the state OPM.

(b) Assisting officers in maintaining their records.

(c) Counseling officers concerning requirements for designation of branches and functional areas.

(d) Maintaining the Military Personnel Records Jacket.

(e) Making recommendations to the commander and the OPM for changes to the personnel status of officers.

(6) Official Military Personnel Files (OMPF) for all ARNG commissioned officers are maintained at NGB.  The OMPF is used by Department of the Army selection boards when considering ARNG officers for promotion under AR 135-155.  The appropriate State Adjutant General maintains a field military personnel records jacket for each officer.

(7) The individual officer has the final responsibility for ensuring that he or she is progressing to the maximum level within OPMS-ARNG.  The officer establishes goals and evaluates progress, making the adjustments necessary to achieve personal goals and professional proficiency.

(8) The designation of special branches and the award of AOCs for Army Medical Department (AMEDD), Chaplain Corps, and Judge Advocate General's Corps officers is a function of HQDA.  At the time of application for appointment, the state requests predetermination, through NGB, of qualifications in the branch in which the applicant wishes to serve.  Special branch officers may be awarded skill indicators if qualified and essential to the actual or potential assignment as determined by the adjutant general (see NGR 351-1).

b. Army Reserve.

(1) Prior to the implementation of OPMS revisions, career management in the Army Reserve was decentralized and unfocused.  Officers assigned to TPUs essentially managed their own careers by establishing relationships with the unit and command of assignment.  Soldiers in the IRR and IMA programs relied upon the Army Reserve Personnel Center (AR-PERSCOM, the precursor of AHRC-St Louis) for administrative and personnel action support; but, there was no concerted effort to actively manage the careers of officers. Under the auspices of OPMS, AHRC-St Louis is the centralized career management agency for all Army Reserve officers not assigned to the Active Component.  The key individual in the career management cycle is the Career Management Officer (CMO).  The CMO has the duty of developing the most professionally competent Army Reserve officers possible by consistently providing meaningful training opportunities and assignments for officers within their areas of management responsibility.  Additionally, the CMO provides valuable and realistic guidance through individual counseling regarding the officer's educational requirements and prospective assignments to career enhancing positions relative to his or her professional development goals.  Officer personnel management ensures that sufficient numbers of highly qualified Army Reserve officers are available to meet mobilization requirements and to assume positions of increasing responsibility.  To accomplish this, the CMO ensures that the intellectual and professional growth of all officers meets Army needs.

(2) Although the CMO is a key agent in career management, the officer is primarily responsible for his or her own career.  The successful management of Army Reserve officers requires a full and ongoing partnership between the CMO and the officers he or she manages.  It is essential the lines of communication between the CMO and the officer remain open and bi-directional at all times.  Army Reserve officers must fully understand the requirements to remain highly competitive in the ROPMA environment.  Further, officers must take steps to remain mobilization ready at all times.  An Army Reserve officer who is not mobilization ready is not an asset to the Army and will not have a future in America's Army.

  7-9.  Warrant Officer Career Management

Career management is of critical importance to the modern RC warrant officer.  Most RC warrant officers have their civilian goals and projections programmed several years into the future.  However, coordinated management of RC warrant officers' military careers is a recent innovation.  The modern RC warrant officer is a complex person with numerous skills and disciplines, both civilian and military.  The need for a thorough, professionally designed leader development plan is both obvious and imperative.  The career RC warrant officer must be well trained to fill his or her mobilization role.

a. ARNG.

(1) ARNG warrant officer career management is the responsibility of the State Adjutants General.

(2) The National Guard Bureau (NGB) communicates Department of the Army policy to the State Adjutants General in all matters concerning warrant officer career management.

(3) Leader development is a primary command responsibility.  Commanders at all levels assist in the administration of WOLDAP-ARNG by coordinating with the OPM to develop and properly guide the career of each officer in their command, recommending assignments according to qualifications, aptitudes, potential and desires of their officers, serving as mentors, conducting periodic evaluations and counseling, and recommending leader development schools and training.

(4) Organization personnel officers, especially at battalion level, play a vital role in career management for ARNG warrant officers.  The responsibilities of the personnel officer include maintaining liaison with the OPM, assisting warrant officers in maintaining their records, counseling warrant officers concerning requirements for designation of MOS and functional areas, maintaining the Military Personnel Records Jacket (MPRJ), and making recommendations to the commander and the MPMO for changes to the personnel status of warrant officers.

(5) Warrant officers have the final responsibility for ensuring they are progressing satisfactorily in their professional development.  They establish goals and evaluate progress, making necessary adjustments to achieve personal goals and professional proficiency.

(6) Official Military Personnel Files (OMPF) for all ARNG warrant officers are maintained at NGB. The appropriate State Adjutant General office maintains a field military personnel record jacket for each warrant officer.

(7) The Adjutant General of the State establishes unit location and stationing.

b. USAR.

(1) Commanders and personnel management officers (PMOs) are charged with the duty of developing the most professionally competent USAR warrant officers possible by consistently providing meaningful training opportunities for the warrant officers within their area of management responsibility.  The PMO has training programs available which are designed to provide a balance of military experience during each USAR warrant officer's career.

(2) The troop program unit (TPU) is one important training vehicle.  In the TPU, warrant officers gain the operational assignment experience necessary for leader development.  In this area, commanders must be closely involved with the developmental process of their subordinate warrant officers by offering progressive and sequential assignments and ensuring that appropriate skills, knowledge, and attitudes are developed.

(3) A balance must be maintained between assignments to TPUs and assignments within the IRR.  Diversity of assignment reduces the probability of narrow, limited training and assignment experience.  Stagnation in any category of assignment can be counterproductive to the development of the individual officer, as well as improperly utilizing the availability of assignments to enhance the professional capability of the entire warrant officer corps.

(4) In the IRR, the warrant officer is able to "update" his background by training with the Active Component in progressive career field assignments.  This type of assignment is called "counterpart training."  IMA assignments may also be available.

c. Warrant Officer Management Considerations.

(1) ARNG.  To properly plan for the development and assignment of warrant officers into positions of increasing responsibility, it is necessary to have an overview of the State force structure and an inventory of warrant officer positions.  States develop a State Master Development Plan (SMDP) as a tool for this purpose.  The SMDP allows for analysis of all MOSs authorized by State force structure documents to determine career progression patterns for warrant officers within the State.  The SMDP is used to determine how many warrant officers in each MOS the Adjutant General needs to develop. The proper selection, training, and utilization of warrant officers is dependent on each State's military occupational specialty requirements.  Institutional training must be completed at the appropriate warrant officer career point, the best-qualified warrant officers must receive progressive operational assignments in recognition of their demonstrated skills, and all warrant officers must be aware of their responsibility to achieve the highest possible goals of self-development.

(a) All warrant officers are assigned according to individual qualifications that are properly documented.

(b) The professional capabilities of all warrant officers are developed through planned and progressively responsible assignments.  This ensures a sufficient number of qualified warrant officers at all times to accomplish assigned missions.

(c) All warrant officers have equal opportunity for promotion selection and for higher assignments on the basis of their demonstrated abilities.

(d) All warrant officers are aware of the guidelines and expectations in their career planning.

(2) USAR. Decisions on assignments will be made on the basis of the "whole person" concept and unit requirements.  Military training priorities must be integrated with the officer's civilian job and personal/community responsibilities.

(a) The PMO will ensure that the background information on each warrant officer is complete.  Each record will be reviewed to determine the extent and quality of activity during service.  Those IRR officers without recent active participation may be programmed for counterpart training, if available, with an active component unit prior to consideration for assignment to a troop unit.

(b) Warrant officers serving in the IRR will be considered for reassignment to a TPU or an IMA assignment based on the following factors.  The PMO must ensure that officers have the prerequisite and, when appropriate, civilian schooling required to prepare them for the reassignment.

1. Availability and type of TPUs within a reasonable commuting distance (AR 140-1), normally within a 50-mile radius or a 90 minute travel time.  Distance is based on travel by car, one way, under normal traffic, weather, and road conditions over the most direct route to the warrant officer's home or current residence.

2. Prior experience, both active and reserve component, and the level of this experience compared to a typical warrant officer of the same grade, MOS/functional area, and age.

3. Career field and level of military schooling or potential to acquire the required skills within 3 years of assignment.

4. Amount of time the warrant officer can make available for military activities and officer's preferences for types of assignments.

  7-10.  Career management life cycle

a. WO1. An officer appointed by warrant with the requisite authority pursuant to assignment level and position given by the Secretary of the Army. WO1s are basic level, technically and tactically focused officers who perform the primary duties of technical leader, trainer, operator, manager, maintainer, sustainer, and advisor. They also perform any other branch-related duties assigned to them. They also provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. WO1s have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. WO1s primarily support levels of operations from team through battalion, requiring interaction with all soldier cohorts and primary staff. They provide leader development, mentorship, and counsel to enlisted soldiers and NCOs. The appropriate Warrant Officer Basic Course must be completed within 2 years of appointment to be a mobilization asset and remain in the ARNG and Army Reserve.

b. CW2. A commissioned officer with the requisite authority pursuant to assignment level and position as given by the Secretary of the Army.  CW2s are intermediate level technical and tactical experts who perform the primary duties of technical leader, trainer, operator, manager, maintainer, sustainer, and advisor. They also perform any other branch- related duties assigned to them. They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. They have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. CW2s primarily support levels of operations from team through battalion, requiring interaction with all soldier cohorts and primary staff. They provide leader development, mentorship, advice, and counsel to NCOs, other warrant officers and company-grade branch officers.

c. CW3. A commissioned officer with the requisite authority pursuant to assignment level and position as given by the Secretary of the Army.  CW3s are advanced level technical and tactical experts who perform the primary duties of technical leader, trainer, operator, manager, maintainer, sustainer, integrator, and advisor. They also perform any other branch-related duties assigned to them. They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. CW3s have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. CW3s primarily support levels of operations from team through brigade, requiring interaction with all soldier cohorts and primary staff. They provide leader development, mentorship, advice, and counsel to NCOs, other warrant officers and branch officers. CW3s advise commanders on warrant officer issues.

d. CW4. A commissioned officer with the requisite authority pursuant to assignment level and position as given by the Secretary of the Army.  CW4s are senior level technical and tactical experts who perform the primary duties of technical leader, manager, maintainer, sustainer, integrator and advisor. They also perform any other branch-related duties assigned to them. They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. CW4s have specific responsibility for accomplishing the missions and tasks assigned to them and, if assigned as a commander, the collective or organizational responsibility for how well their command performs its mission. They primarily support battalion, brigade, division, corps, and echelons above corps operations. They must interact with NCOs, other officers, primary staff, and special staff. CW4s primarily provide leader development, mentorship, advice, and counsel to NCOs, other warrant officers and branch officers. They have special mentorship responsibilities for other warrant officers and provide essential advice to commanders on warrant officer issues.

e. CW5. A commissioned officer with the requisite authority pursuant to assignment level and position as given by the Secretary of the Army.  CW5s are master level technical and tactical experts who perform the primary duties of technical leader, manager, integrator, advisor, or any other particular duty prescribed by branch. They provide direction, guidance, resources, assistance, and supervision necessary for subordinates to perform their duties. CW5s have specific responsibility for accomplishing the missions and tasks assigned to them. CW5s primarily support brigade, division, corps, echelons above corps, and major command operations. They must interact with NCOs, other officers, primary staff and special staff. They provide leader development, mentorship, advice, and counsel to warrant officers and branch officers. CW5s have special warrant officer leadership and representation responsibilities within their respective commands. They provide essential advice to commanders on warrant officer issues.

f. Lieutenant. This period of an RC officer's career is predominantly developmental in nature. The officer is educated in branch and leadership skills and should acquire maximum practical experience through assignment to troop units. Basic Officer Leadership Course (BOLC) all phases must be completed within 2 years of commissioning for an officer to be a mobilization asset and remain in the Army Reserve and ARNG. A baccalaureate degree from an accredited educational institution is required for promotion to captain.

g. Captain. RC captains gain advanced leadership experience, be afforded branch development opportunities and begin development in a functional area. Captain's Career Course (CCC), which may be completed in residence or in a Reserve Component Configured Course (RC3), is a prerequisite for CAS3 and should be completed before company command. The minimum grade requirement for attendance at CCC is first lieutenant. Company command and battalion staff experience are desired during this period. Branch developmental requirements vary from proponent to proponent. Most proponents require company level command or key staff experience in branches with limited command opportunity, and completion of CCC for branch development. Completion of CAS3 is a requirement for promotion to major and for subsequent enrollment in ILE.

h. Major. As a major, the RC officer continues to develop in his or her branch and functional area. Utilization in the functional area may occur during this period as the officer acquires staff and leadership experience and knowledge appropriate to levels of higher responsibility. .  Opportunities exist for officers to serve as a company commander, XO or S-3 in an AC unit, USAR or NG unit.  These opportunities warrant the same consideration regardless of whether the unit is AC, USAR or NG.  A qualified major is one who has completed at least 50 percent of ILE or has completed the Advanced Logistics Executive Development Course/Logistics Executive Development Course (ALEDC/LEDC), as appropriate, for promotion to lieutenant colonel.

i. Lieutenant colonel. At the lieutenant colonel level, the RC officer applies the skills in his or her branch or functional area in management and leadership positions of greater responsibility. Senior staff and command experience are desired at this level. Effective 1 October 1993, lieutenant colonels that have not completed CGSOC, now ILE within 3 years of promotion are subject to removal from active status. Completion of ILE is necessary for assignment as brigade executive officer or brigade S3 and for promotion to colonel. Completions of ILE and branch precommand courses (PCC) are also required for assignment at battalion level or higher command positions. The Chief of Staff, Army, may waive the branch PCC requirements for command. Even with a waiver, the officer still must complete ILE and branch PCC within the first year of command or be subject to removal from command.

j. Colonel. At the colonel level, the officer applies the skills in his or her branch or functional area in management or leadership positions of greater responsibility. HQDA, DOD and joint staff, as well as command experience, are desired at this level. Effective 1 October 1996, Senior Service College became a prerequisite for promotion to general officer. Officers selected for brigade command have the same branch PCC requirements as battalion commanders.

  7-11.  Management considerations

a. ARNG

(1) General. To properly plan for the development and assignment of officers into positions of increasing responsibility, an overview of the state force structure and an inventory of officer positions is necessary. States develop a State Master Development Plan (SMDP) as a tool for this purpose. The SMDP allows for analysis of all branches authorized by state force structure documents to determine career progression patterns for officers within the state. The SMDP is used to determine how many officers in each branch, functional area and AOC the adjutant general needs to develop.

(2) Career planning. Orderly career planning provides for progressive duty assignments and military schooling to meet current needs and develop officer skills for future assignments. The success of the officer career planning and management program is dependent upon policies and plans that ensure:

(a) All officers are assigned according to individual qualifications that are properly documented.

(b) The professional capabilities of all officers are developed through planned and progressively responsible assignments. This ensures a sufficient number of qualified officers are available at all times to accomplish assigned missions.

(c) All officers have equal opportunity for promotion selection and for higher assignments based on their demonstrated abilities.

(d) All officers are aware of the guidelines and expectations concerning career planning.

b. Army Reserve

(1) Previous active duty assignments. When evaluating an officer's active duty assignments, consideration should be given to the duty positions held by the officer, as well as his or her experience level. Active duty experience should be capitalized upon by assigning these officers to positions in which they can share their experiences and expertise.

(2) Experience. The officer's record should be reviewed for previous assignments, the level of assignment, command and staff experience, active duty for training (ADT) assignments, and other RC oriented training.

(3) Military education. The officer's record should be reviewed for military schools that have been completed. Enrollment into resident and nonresident schools should be accomplished in a timely manner to ensure successful completion of military education requirements.   Education that incurs a service obligation must be fulfilled in either the unit that sent the officer or in a like-type unit.  Although CMOs are not responsible for ensuring that managed officers complete the requirements, they play an important role in monitoring the officer's progress until the course is successfully completed.

(4) Civilian background. CMOs should evaluate the officer's civilian education and occupational background for potential skills, knowledge and attributes that have military applications. Consideration may be given for designation of a skill identifier for a civilian-acquired skill.

(5) Level of participation. The most critical factor in an officer's development is his or her willingness to participate in leader development over an extended period of time. The successful Army Reserve officer keeps his or her CMO informed of the type of duty, training and education that best conforms to the officer's attributes, interests and professional development needs. Although statutory and regulatory requirements for participation in education and training exist, the Army Reserve remains a volunteer organization. Ideally, every officer participates in educational opportunities to the maximum extent possible within the funding constraints that exist within the Army Reserve environment. It is also realized that Army Reserve officers are constrained by civilian employment, family considerations and community responsibilities. However, Army Reserve officers must make every attempt to participate consistently in training and education opportunities. Failure to do so may result in the officer's administrative elimination from the service through either voluntary or involuntary means (board action).

(6) Branch officers serving in command positions. Army Reserve officers must meet branch criteria for the type of unit they will command. This requirement is fundamental to our America's Army concept; therefore, requesting a waiver from this requirement is strongly discouraged. Officers can request a waiver through their chain of command and CMO to the Chief, Army Reserve. In the absence of compelling reasons, approval of the request is not likely.

(7) Reassignment--IRR.  Officers serving in the IRR are considered for placement in a TPU position or an IMA assignment based upon current position availability and the officer's career progression needs. The CMO ensures that officers have the military and civilian schooling necessary for TPU or IMA assignments, while taking the following factors into consideration:

(a) Availability and type of TPUs within a reasonable commuting distance. Officers are assigned according to established procedures using the request vacancy system. (See AR 140-1 and applicable directives.)

(b) Availability and type of IMA assignments currently available.

(c) Prior experience (both Active and Reserve Component) and the level of this experience compared to a typical officer of the same grade, branch, functional area and time in service/time in grade.

(d) Career field and level of military and civilian schooling or potential to acquire the necessary skills within 3 years of assignment.

(e) Officer's AT control group affiliation. (Obligated members of the annual training control group or Officer Active Duty Obligor (OADO) control group may be involuntarily assigned to a TPU or IMA position vacancy.)

(8) Reassignment--TPU officers. A thorough review of an  officer's file will be completed upon transfer to the IRR, and the officer should be prepared to discuss future career development needs and type of assignments desired. Assignments to the IRR should only occur as part of the officer's career management plan (to complete PDE requirements), or to alleviate undue family hardship.  An officer in the IRR should continue to seek training opportunities to remain current in branch and/or functional area skills.

  7-12.  Individual Mobilization Augmentee/Drilling Individual Mobilization Augmentee (IMA/DIMA) assignments (Army Reserve)

a. General. Army Reserve officers fill a number of key positions throughout the Department of Defense and other governmental agencies.  These positions are used to rapidly expand the agencies during the early phases of mobilization.  Pre-selected, specially qualified officers are assigned to these positions and are trained during peacetime to augment the commands and agencies to enhance mission accomplishment upon mobilization.  These officers are called IMAs/DIMAs and are assigned to Army Reserve Control Group--IMA in a Selected Reserve status. IMAs are given pre-mobilization orientation and qualification training for the positions to which they are attached.  This is accomplished during 12-day annual training tours.  Officers assigned as DIMA receive an additional 12 days of training per year in an IDT status, which are performed with their unit or organization of attachment.  These tours are coordinated between the unit or organization, the CMO and the officer. (For further guidance on the IMA program, see AR 140-145.)

b. Training.  IMA officers training requirements are coordinated through the gaining agency.  All requests for training in lieu of, or in addition to, annual training tours are submitted on DA Form 1058-R (Application for Active Duty for Training, Active Duty for Special Work, Temporary Tour of Active Duty, and Annual Training for Soldiers of the Army National Guard and U.S. Army Reserve) through the proponent agency to Commander, AHRC-St Louis, ATTN: ARPC-PL,  1 Reserve Way, St Louis MO 63132.  AHRC-St Louis publishes orders if the unit or organization concurs and funds are available.  Units or organizations should provide IMA/DIMA officers the opportunity to participate by completing projects for retirement credit throughout the year.

c. Federal employees.  Federal employees are declared available for mobilization by their employing command or agency.  As IMA officers, DA civilian employees may not hold IMA positions with the same HQDA general or special staff element in which they are employed.  Army Reserve members should report employment conflicts to their proponent agencies and AR-PERSCOM CMOs when they occur.

  7-13.  Company & Field Grade Officer education

a. Resident courses. RC officers are authorized to attend resident Army service schools to become qualified in their present or projected assignments as funds and allocations allow.  Attendance at resident service schools is the preferred option for all RC officers since it allows for peer-to-peer interaction and an ongoing exchange of ideas and experiences.  It also allows RC officers to interact with their AC counterparts and provide them with information about the RC.  It is understood, however, that not all RC officers will be able to attend all service schools in residence due to budgetary, time or training seat constraints.  For this reason, type of school attendance (resident or nonresident) is not a discriminator for promotion or duty assignment in the RC.  Officers may also attend courses that contribute to the military proficiency of the unit or enhance their specific abilities.  DA Pam 351-4, as supplemented by pamphlets and directives from the U.S. Army Training and Doctrine Command and the NGB, provides information concerning courses of instruction offered at Army schools and various agencies in DOD.

b. Nonresident courses.  With the exception of the Basic Officer Leadership Course, military schools may be taken through nonresident courses, The Total Army School System (TASS) and through correspondence courses.  CCC, CAS3 and ILE are available in both TASS and nonresident versions.  The CMOs at AHRC-St Louis (for Army Reserve) and the State OPM (for ARNG) should ensure that officers are enrolled in military education courses in a timely manner to ensure that all RC officers remain fully competitive for promotion and assignment considerations.  Table 7-2 discusses the options available for RC officers to complete their military education and the amount of time that each officer has to complete the nonresident instruction after enrollment before being dropped from the school.

c. Branch and functional area educational requirements.  All RC officers are designated a branch upon appointment.  Branching decisions are made based upon the needs of the Army, although officer preference is considered.  Branching is usually determined prior to commissioning, although RC officers can be rebranched at any time based upon the needs of the service until they attend BOLC; at which point their branch is fixed.  Once an officer has attended BOLC, he or she cannot be re-branched until they have either attended another OBC or completed other branch development courses (such as CCC).

(1) Basic Officer Leadership Course. All officers attend BOLC in his or her branch to meet branch development and mobilization requirements; no alternative training method is available. Although attendance at BOLC immediately after commissioning is preferable, RC officers must complete BOLC within two years of commissioning.

(2) Captains Career Course. RC officers will generally attend CCC between their 5th and 12th years of service. While attendance in residence is preferred, RC officers may complete CCC through RC configured curricula, which normally entail two phases (one in correspondence and  one in an active duty status). Completion of CCC is required for branch development.

(3) Combined Arms and Services Staff School. RC officers will generally attend CAS3 between their 7th and 13th years of service, but only after successful completion of CCC. Attendance at CAS3 is mandatory for enrollment in ILE.  RC officers may attend the six-week resident school or opt for the two-phase RC configured curriculum (one phase in drill status; the other in an active duty status).

(4) Functional area training.  RC officers may apply for functional area (FA) designation once promoted to Captain. Although a functional area is not a branch, it is an area of specialization requiring additional training or experience. Many courses provided through the DOD and in the civilian community support functional area training and qualification, as does civilian work experience. For example, some officers are qualified as Operations Research/Systems Analysts (ORSA) in their civilian profession; yet do not possess the ORSA (FA 49) functional area. Since this FA is chronically short throughout the Army, these officers will be strongly encouraged to apply for it based on their civilian experience. FA selection is therefore based on such factors as the officer's experience and abilities, geographical requirements and the needs of the Army. FAs allow RC officers to broaden the scope of their experience and enhance both their assignment and promotion potential.

d. Intermediate Level Education (ILE).  This mid-level school prepares majors for assignments at the division and corps level, as well as joint assignments. The school is branch non-specific and provides training in the military arts and sciences, as well as introductory courses in geopolitical issues and on how the Army runs. RC officers also receive credit for ILE by attending the resident or non-resident Marine Corps, Navy or Air Force CGSC and the Western Hemisphere Institute for Security Cooperation (WHINSEC).

e. Senior Service School (SSC) requirements. SSCs provide field grade officers with advanced professional education in both military and sociopolitical topics. The SSCs, which include the Army War College and university fellowships, prepare officers for senior leadership positions throughout the DOD.

(1) Field-grade refresher courses. Branch refresher courses are conducted by branch proponent schools to provide current doctrine in branch matters and special subjects for field grade officers. While no credit for promotion is given for attendance at these courses, the opportunity to update professional knowledge is of great value to RC officers.

(2) Language training. Where a TOE or TDA position requires language proficiency, officers may apply for language acquisition or sustainment training at either the Defense Language Institute in Monterey, CA, or the ARNG Language Center. These resident courses are very lengthy, lasting from 25 to 60 weeks.

f. Civilian education. The standard for civilian education for officers in the U.S. Army is a baccalaureate degree. Most officers commissioned into the RC already have a baccalaureate degree; however, some officers commissioned through the state Officer Candidate School (OCS) do not. Table 7-3 lists the educational requirements applicable to the appointment and commissioning of officers without baccalaureate degrees.  Effective 1 October 1995, in accordance with the National Defense Authorization Act for fiscal year 1995, a baccalaureate degree from an accredited educational institution is required for promotion to any grade above first lieutenant. Army Nurse Corps officers appointed on or after 1 October 1986 must possess a baccalaureate degree in nursing (accredited by an agency acceptable to HQDA) prior to promotion to major.

g. Other Military Education.

(1) Total Army School System (TASS).  TASS offers CAS3 and ILE to RC officers. Since 1 October 1993, OAC/CCCs have been offered through the branch proponent schools in RC configured courses.  The TASS option offers an excellent opportunity for completing educational requirements because of the presence of qualified instructors and the interaction with fellow officers.

(2) The Army Institute for Professional Development (AIPD).  The Army Institute for Professional Development at Fort Eustis VA, administers the Army Correspondence Course Program (ACCP). The ACCP provides progressive educational opportunities through correspondence for a wide variety of subjects.  This type of military education is particularly well suited for RC officers who cannot take advantage of resident courses.  Many courses are targeted at specific assignments, such as motor officer, personnel officer or dining facility officer. DA Pam 351-20 contains enrollment information, addresses and telephone numbers for course coordination.

  7-14.  Warrant Officer Education System.

a. Purpose.  The purpose of this section is to outline the methods available to warrant officers in completing military education requirements and civilian education goals as they progress through their military careers.

b. Military education.

(1) The Department of the Army military occupational specialty proponents conduct courses in both AC and RC configured versions combining correspondence and ADT phases for most occupational specialties.

(2) Warrant officer training under WOES has five levels that provide warrant officers with performance-based certification and qualification training.  WOES trains and develops warrant officers for progressively more difficult and complex assignments.  The new course titles align more closely with comparable commissioned officer courses for consistency and ease of understanding by the Army at large.  All warrant officers, supervisors, and commanders must familiarize themselves with the new WOES and understand the affect on warrant officer leader and professional development. The five levels of WOES are:

(a) Warrant Officer Candidate School (WOCS).  This course provides candidates with initial warrant officer training.  Graduates are appointed to Warrant Officer, W1.  Completion of WOBC within 2 years (a 1 year extension may be granted on a case by case basis) of warrant officer appointment is required.

(b) Warrant Officer Basic Course (WOBC).  This is proponent training that provides MOS specific instruction and certification following WOCS and is characterized by an increased emphasis on leadership.  This course is an ARNG requirement for promotion to CW2 and an Army Reserve requirement for promotion to CW2 and CW3.

(c) Warrant Officer Advanced Course (WOAC).  This training provides additional training for warrant officers serving at the company and battalion level and is a two phase course consisting of:

1. WOAC Prerequisite Studies Phase.  This is a mandatory non-resident course that must be completed prior to attending resident WOAC training.  Effective 1 October 1998, the Action Officer Development Course (AODC) (ST7000) was adopted as the resource for this distance learning course.  It can be completed on-line via the Internet, and provides warrant officers serving in CW2 or higher duty positions relevant training in topics such as management techniques, communication skills, preparing and staffing documents, meetings and interviews, problem solving, writing, coordinating, briefings, and ethics.  In keeping with the Warrant Officer Education System model, enrollment must occur after promotion to CW2 in order to qualify for WOAC Prerequisite Studies credit.  The course must be completed within one year of enrollment; however, CW2s now have the flexibility to enroll at any convenient time between 24 and 48 months of total warrant officer service.  Completion of the AODC is mandatory requirement for promotion of all ARNG warrant officers to CW3 including those awarded an MOS that does not have an advanced course.  To enroll on-line, go to http://www.adtdl.army.mil/cgi-bin/atdl.dll/accp/st7000/top.htm and follow enrollment instructions.

2. The resident phase of the Warrant Officer Advanced Course.  This course is administered and conducted by individual proponents and is an ARNG requirement for promotion to the grade of CW3.  For Army Reserve warrant officers, successful completion is a requirement for promotion to CW4 and CW5.

(d) Warrant Officer Staff Course (WOSC).  This common core 5 week resident course prepares warrant officers to serve in staff positions at the brigade and higher levels.  WOSC is an ARNG requirement for promotion to CW4.  (At this time, WOSC is not a prerequisite for the WOSSC).

(e) Warrant Officer Senior Staff Course (WOSSC).  This 2 week resident course is conducted at the WOCC, Ft. Rucker, AL, and prepares warrant officers selected for promotion to Chief Warrant Officer, W5, to serve at the highest-level staff positions.  (This course is an RC requirement for promotion to CW5).

(3) Correspondence courses.  The Army Institute for Professional Development (AIPD) at Fort Eustis, VA is responsible for the administration of the Army Correspondence Course Program (ACCP).  The ACCP provides progressive education opportunities through correspondence for a wide variety of subjects.  This type of military education is particularly suited for RC personnel who cannot take advantage of resident courses.  Many courses are targeted at specific assignments.  DA Pam 351-20 contains enrollment information and addresses/telephone numbers for course coordination.

(4) Language training.  Where the MTOE or TDA position requires language proficiency, warrant officers may apply for language training at the Defense Language Institute in Monterey, CA or the ARNG Language Center in Puerto Rico.

c. Civilian education.  There is a demand for warrant officers with an education beyond high school level to accommodate the changing technological environment within the Army.  The RC warrant officer corps must keep pace with these changes if it is to meet the challenges of the future.  Applicants for initial appointment must meet all MOS specific additional civilian education requirements as specified for the particular warrant officer specialty.  Applicants whose native language is not English must be tested and achieve a minimum raw score of 80 on the English Comprehension Level Test (ECLT).  Civilian education goals are as follows:

(1) The ARNG goal for warrant officers is the attainment of a specialty related associate degree or 60 college semester hours by the eighth year of warrant officer service.

(2) The Army Reserve goal for warrant officers is the attainment of a specialty related associate degree or 60 college semester hours by the fifth year of warrant officer service.

Table 7-2

Non-resident military schools

	Non-resident school
	Method allowed
	Time allotted for instruction

	Officer Basic Course
	Resident only
	N/A

	Officer Advanced Course
	Correspondence and Resident
	2 years

	CAS3
	Phase I - correspondence

Phase II - resident

Phase III - TASS
	2 years

9 weeks

1 year

	ILE
	Correspondence; TASS
	3 years

	Army War College
	Correspondence course
	2 years

	WO Basic Course
	Resident only
	2 years

	WO Advanced Course
	Phase I - AODC

Phase II - Resident
	1 year

	WO Staff Course
	Resident
	5 weeks

	WO Senior Staff Course
	Resident
	2 weeks


Table 7-3

Civilian education requirements for commissioning

	Fiscal year of commissioning
	College semester hours required for commission

	1993
	70

	1994
	80

	1995 and later
	90


  7-15.  Promotion

Law for promotion automatically considers commissioned officers of the Reserve Components who are on the Reserve Active Status List (RASL) when they have served the required years in grade.  AR 135-155 requires that each USAR warrant officer who is in an active status be considered for promotion at such time as he or she has served the required number of years in grade.  Promotion consideration occurs whether officers are assigned to an ARNG unit, TPU or a control group, except for the Standby Reserve (Inactive) and the Inactive Army National Guard.  RC officers assigned to an ARNG unit or USAR TPU have an additional opportunity for promotion to fill unit position vacancies at such time as they have completed the education and time-in-grade requirements.  Warrant officers in the Standby Reserve (Inactive) and ING are not considered for promotion.  Army Reserve warrant officers assigned to TPUs have the additional opportunity to be considered for promotion to fill unit vacancies at such time as they have completed the required years in grade, without regard to total years of service.  ARNG warrant officers are promoted by the State Adjutant General to fill vacancies in ARNG units. Time in grade requirements for vacancy promotions are contained in AR 135-155, table 2-1.  Army Reserve warrant officer promotion time lines are shown in AR 135-155, Table 2-1.1. ARNG promotion time lines are outlined in NGR 600-101, Chapter 7.

  7-16.  Selection eligibility for Company and Field Grade Officers

a. General. To be eligible for selection for promotion, an RC officer, other than a warrant officer, not on extended active duty must:

(1) Be on the RASL.

(2) Be an active member and participating satisfactorily in RC training.

(3) Meet the prescribed military educational requirements shown in table 7-1, paragraph 7-8.

(4) Meet the prescribed civilian educational requirements of U.S. Code, Title 10, Section 12205. The Code states that no person may be appointed to a grade above the grade of lieutenant in the Army Reserve or be Federally recognized in a grade above the grade of first lieutenant as a member of the Army National Guard unless that person has been awarded a baccalaureate degree by a qualifying institution. This does not apply to the following:

(a) The appointment to or recognition in a higher grade of a person who is appointed in or assigned for service in a health profession for which a baccalaureate degree is not a condition of original appointment or assignment.

(b) The appointment to or recognition in a higher grade of any person who was appointed to, or Federally recognized in, the grade of captain before 1 October 1995.

(c) Recognition in the grade of captain or major in the Alaska Army National Guard of a person who resides permanently at a location in Alaska that is more than 50 miles from each of the cities of Anchorage, Fairbanks, and Juneau by paved road, and who is serving in a scout unit or a scout supporting unit.

(5) Meet the prescribed civilian educational requirements of AR 135-155.

(a) Army Nurse Corps officers appointed on or after 1 October 1986 must possess a baccalaureate degree in nursing from an accredited educational institution prior to promotion to major.

(b) Officers other than Army nurses appointed on or after 1 October 1987 must possess a baccalaureate from an accredited educational institution prior to promotion to major.

(6) Have served the required time in grade shown in table 2-1, AR 135-155.

b. Reserve appointments. Upon release from active duty, officers with Reserve appointments are transferred in the grade satisfactorily held while on the ADL and, if accepted, may transfer to an ARNG unit or Army Reserve TPU; otherwise, they are transferred to the IRR. The officer also retains his or her time in grade. Officers on the ADL selected for promotion, removed from the ADL before being promoted, and transferred to the RASL in the same competitive category, shall be placed on an appropriate promotion list for Reserve of the Army promotion without the need for further consideration. Regular Army officers who leave active service must apply and be accepted for a first- time Reserve appointment to enter Reserve duty.

  7-17.  Promotion selection board

a. The minimum military education requirements shown in table 7-1, paragraph 7-8, are a prerequisite for promotion. Since annual selection boards consider officers for promotion far enough in advance of the date on which the required time in grade will be completed as prescribed in table 2-1 or 2-1.1, AR 135-155, educational requirements, both military and civilian, must be completed no later than the day prior to the date the board considering the officer convenes. The promotion board schedule is established annually by HQDA and is adjusted as required.

b. After the board reports its findings and the recommendations receive final approval, each officer will be sent a letter notifying him or her of either selection or non-selection. This promotion action cannot be accomplished unless the officer has been found physically qualified for retention and possesses a valid, current security clearance.

c. Selection boards consider the promotion of officers for all grades 1st lieutenant to colonel.  Officers considered qualified and selected for promotion to first lieutenant will be promoted when they have completed 2 years service in grade.  Second lieutenants are not promoted unless they have completed an Army Basic Officer Leadership Course.  Second lieutenants who are not obligated and not promoted upon completion of forty-two months commissioned service are separated.

d. Warrant officers of the ARNG are appointed and promoted by the States under section 8 of the U.S. Constitution. In order for an ARNG warrant officer to be concurrently promoted and receive Reserve Warrant Officer of the Army designation, the State promotion action must be federally recognized.  To accomplish this process, the promotion action requires the conduct and examination by a Federal Recognition Board (FRB).  The Senior Regular Army Advisor (SRAA) of the State for the numbered Army Area (CONUSA) commanders appoints Federal Recognition Boards.  Appointments to the Federal Recognition Board are made by authority of the Secretary of the Army.  The Secretary of the Army provides administrative instructions and guidance to be used by the Federal Recognition Board in a memorandum of instruction to the board.  Federal Recognition Boards consist of a total of three commissioned officers of the Active Army and the ARNG who are senior to the officer being considered.  The senior member of the board will serve as president of the board.  A minimum of one member (preferably two) should be in the same branch as the officer to be considered.  The board will consist of at least one minority member as a voting member, if possible, when minorities are being considered.  Normally, at least one female officer will be appointed as a voting member whenever there are females being considered.  When feasible, a commissioned aviator will be included as a member of the board when considering promotion of aviation warrant officers.  Applicants for ARNG promotion are examined IAW NGR 600-101.

e. The Army Reserve CW3 and CW4 selection board selects officers for promotion without regard to vacancies in the next higher grade using a "fully qualified" methodology.  The Army Reserve CW5 selection board selects officers for promotion utilizing a "best qualified" methodology and considers both MOS and promotion ceilings when determining who will be promoted to fill the projected vacancies in authorized CW5 positions.  Army Reserve selection boards will be composed of at least seven members: a Brigadier General as board president, two Colonels and four CW5s.  At least one-half of all selection board members will be Reserve Component officers not on active duty.  Each selection board will consist of at least one minority member as a voting member.  Normally, at least one female officer will be appointed as a voting member whenever there are females being considered.  Army Reserve unit vacancy boards, when needed, convene on a date announced by HQDA.  Selection boards convene each year as announced by HQDA.

Chapter 8

Introduction to the Officer Career Fields

  8-1.  Introduction

a. Overview. The Army has structured company and field grade officers in the Army Competitive Category (ACC) by grouping branches and related functional areas into personnel management categories called Career Fields.  Warrant officers are grouped by related MOS skills also called career fields but which are not synonymous with those Career Fields associated with company and field grade officers.  For further information, refer to Chapter 3, Paragraphs 3-5 and 3-6.  From this chapter forward, warrant officers will refer to branch chapters to find career development and life cycle development models.

b. Career Field designation. Officers are designated into a branch or functional area (FA) in a Career Field by a HQDA-centralized selection board immediately following their selection to major.  Some functional areas will have officers that are career field designated between the 7th and 10th year of service.  The function of the Career Field Designation Board (CFDB) is to meet Army requirements by designating officers into a branch or functional area in one of four Career Fields: Operations, Information Operations, Institutional Support and Operational Support.  The CFDB considers the officer's preference (forwarded to AHRC OPMD approximately six months prior to the board), rater and senior rater input, officer's experience and qualifications and Army requirements.

  8-2.  Career branches

a. Definition.  A branch is a grouping of officers that comprises an arm or service of the Army in which, as a minimum, officers are commissioned, assigned, developed and promoted through their company grade years.  Officers are accessed into a single basic branch and will hold that branch designation.  An accession branch admits officers upon commissioning; a non- accession branch admits experienced officers from the accession branches.  With the exception of Special Forces and Civil Affairs, all other branches are accession branches.  Special Forces branch recruits officers with a minimum of 3 years experience. (See chapter 15 for further discussion.)  Officers will serve their first 8 to 12 years developing the leadership and tactical skills associated with their branch.  They will continue to wear their branch insignia throughout their military service.  All career branches are in the Operations Career Field.

b. Assignments.  Through company grade years, most officers will serve predominately in positions from within their basic branch.  Some officers will serve in functional area or branch/functional area generalist positions (not related to a specific branch or functional area) as a company grade officer.  Following Career Field designation, officers will be assigned to positions within their Career Field (basic branch or FA) or to generalist positions.  This type of assignment pattern promotes assignment stability and development within a branch or functional area.

c. Branch categories.  The branches of the Army are categorized in the paragraphs below.  Some branches may fall under more than one category as noted in AR 600-3, paragraph 3-2.

(1) Combat Arms branches are:

(a) Infantry (11)

(b) Armor (12)

(c) Field Artillery (13)

(d) Air Defense Artillery (14)

(e) Aviation (15)

(f) Special Forces (18)

(g) Corps of Engineers (21)

(2) The combat support branches are:

(a) Signal Corps (25)

(b) Military Police Corps (31)

(c) Military Intelligence Corps (35)

(d) Civil Affairs (Reserve Component only) (38)

(e) Chemical Corps (74)

(3) The combat service support branches are:

(a) Adjutant General Corps (42)

(b) Finance Corps (44)

(c) Transportation Corps (88)

(d) Ordnance Corps (91)

(e) Quartermaster Corps (92)

(4) The special branches are:

(a) Judge Advocate General's Corps (55)

(b) Chaplain Corps (56)

(c) Medical Corps (60-62)

(d) Dental Corps (63)

(e) Veterinary Corps (64)

(f) Army Medical Specialists (65)

(g) Army Nurse corps (66)

(h) Medical Service Corps (67-68)

  8-3.  Functional areas

a. Definition.  A functional area is a grouping of officers by technical specialty or skill, which usually requires significant education, training and experience.  An officer receives his or her functional area while serving as a company grade officer.  Individual preference, academic background, manner of performance, training and experience, and needs of the Army are all considered during the designation process.

b. Assignments.  Depending on FA educational requirements, professional timelines of the individual officer and individual preference, officers may serve in a functional area assignment during their company grade years after they have completed branch development requirements.  After Career Field designation, with the exception of Multifunctional Logistician Program (FA 90) officers, functional area officers not serving in the Operations Career Field will no longer serve in their basic branch.  FA 90 positions are filled by officers from Transportation Corps (Br 88), Ordnance Corps (Br 91), Quartermaster Corps (Br 92), Aviation (AOC 15D) and Medical Service Corps (MFA 67A); all of whom remain affiliated with their branch. FA 39, FA 51 and FA 90 are the only functional areas that afford command opportunity.  (See their respective chapters for further discussion.)

(1) Psychological Operations/Civil Affairs (37)

(2) Civil Affairs (38)

(3) Multifunctional Logistician Program (90)

(4) Human Resource Management (43)

(5) Comptroller (45)

(6) Academy Professor, United States Military Academy (47)

(7) Operations Research/Systems Analysis (49)

(8) Force Management (50)

(9) Nuclear Research and Operations (52)

(10) Strategic Plans and Policy (59)

(11) Information Systems Engineering (24)

(12) Information Operations (30)

(13) Strategic Intelligence (34)

(14) Space Operations (40)

(15) Public Affairs (46)

(16) Information Systems Management (53)

(17) Simulations Operations (57)

(18) Foreign Area Officer (48)

(19) Army Acquisition Corps (51)

  8-4.  Garrison Command Management Program

The Installation Management Agency (IMA) oversees life cycle functions in Garrison Command Management.   Structured, resourced for and focused on a transformed Army, IMA is a field operating agency under the Assistant Chief of Staff for Installation Management, HQDA.  In addition to managing 181 installations Army wide, IMA is the proponent for the Garrison Command Management Program.  As the single point of contact on issues related to Garrison Command Management, IMA is actively engaged in life cycle functions to include garrison force structure; selection criteria for the Lieutenant Colonel and Colonel Command Selection Lists (CSL); training and education of garrison commanders; development of a professional certification system; garrison command tour lengths; post garrison command utilization tours; professional development and career progression of former garrison commanders;  and contributing to HQDA guidance to selection boards.  Garrison commanders and staffs are centrally managed from seven IMA Region Offices worldwide, all reporting to the IMA Headquarters in Arlington, VA.  Although wearing the distinctive IMA patch, garrison commanders and staffs are on the first team of senior mission commanders, managing the Army's power projection and power support platforms while providing home station support to Soldiers, civilians, retirees, veterans, and their family members.

